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IBSTRaCT 

Presented is a report of the CIPHEE (College and 
Industry-^-Partners in the Handicapped Employment Eole) program which 
involved statewide (New York) conference/workshops and a survey to 
expose industry and community college groups to the work 
capabilities^ aspirations^ and educational needs of disabled 
students* Information is provided on the three phases of the program 
involving careers in banking and insurance^ health careers, and 
careers in technology. Summarized in the section on the banking and 
insurance conference/workshops are typical comments of such persons 
as bank and insurance representatives, college placement officers, 
and disabled students regarding personnel needs and reguirements. 
Considered in the section on health careers are such topics as an 
overview of the job market, technological impact, the impact of 
government, the perceptions of personnel directors, and the job 
interview. Described next are the conference workshops and' 
questionnaire responses concerning careers in technology Including 
such aspects as the symbiotic relationship between the community 
college and industry, on-the-job training and cooperative programs, 
the advocacy role of the job placement officer, sensitizing the 
college community to the needs of the disabled, and college programs 
appropriate for the disabled. Summarised are evaluation results of 
all three phases of the program which were generally positive with 
such recommendations as increased emphasis on handicaps other than 
the "wheelchair bound", appended are the guestionuaires and program 
agendas. (DB) 
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FOREWOBD 

"Give a man a fish and he will eat for a day# 
Teach him to fish and he will never be hungry." 

Chinese Proverb 

The viability and wall-'belng of a conmiunlty is related to tha 
productiveneso of Its citizenry. For the disablad who are trained and 
capable of working but who are unable to secure employment, the economic 
coat to the Individual and the cotmunity is tremendous, ^^at cannot be 
measured are the personal and psychological losses of those whose aspira= 
tions and eKpectatlons have turned to anger and alienation as a result 
of being denied the opportunity to work* 

In response to the occupational and employment needs of the disabled 
community college student » the New York State Education Department's office 
of Occupational and Continuing Education has supported the Institute -s 
program, "College and Industry i Partnership in the Handicapped Employment 
Role." 

We have in this report evidence of change as It relates to satisfying 
the job needs of disabled students # In Bxploring the empioyment concerns 
of the handicapped^ industry and the academic community have increased 
their understanding of each other role in developing and utilizing 
the disabled individual's talents. More importantly, they have devaloped 
a mutuality of concern and effort which should be of direct benefit to 
disabled conmunity college students in their quest for becoming pro- 
ductive workers in the community. 

Lee Cohen, Ph*D, 
Director* Institute fur 
Research and Development 
3 in Occupational Education 
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. COLLEGE AND INDUSTRY I PARTNER IN THE 
HMDICAPPED ElgLOYMENT ROLE ^ 
(CIPHER) 

Introduction 

Beginning in 1974 the CUNY Institute for Research md Development In 
Occupational Education (IRBOE) has been conducting statewide confarance/ 
workshops on the development of stratagias for coraaunity colleges to 
enhance racruitmanti facilitate laattiing opportunities on campus ^ and 
obtain employment for disabled students* Although the conference/ 
workshops were successful ^ leading to greater concern for and actual 
progr^mnatic activity for the handicapped^ much effort was raqulrad to 
overcome reticence of business and industry to be involved on behalf of 
this particular population. 

What appeared to be necessary was an effort devoted exclusively to 
that problem. Accordingly, this project has concerned Itself with devel^ 
oping strategies designed to bring selected business and Industry parsonnel 
together with a group of conmunlty colleges who serve the New. York City 
area, 

The primary purposes of the program focuses on axposlng and sensi^ 
tizing industry and coimunlty college groups to the work capabilities of 
the handicapped and damonstratlng to each of thasa groups the Job needs, 
aspirations, eKpectations ^and benefits that are attendant to the employment 
of the disabled. 

To accomplish project goals, a survey of occupational aspirations of 
disabled students in the participating colleges was conducted. Th& results 
of the questionnaire together with program planning sessions with Job 
placement officers at the colleges determined which Industries would be 
Invited to participate. As an outcome of these activities, the foraat 
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of the project wai arranged into three phases > f.-i^h consisting of 
conf erence/workahops deyoted %q a dlatinct career cluster* Thus, 
phaie one focuses on careers in banking and insurance | phaBe two 
emphasizas careers in the health industry, and phase three is directed 
at employment in technologically oriented businesses ^ 
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CAREERS IN BANKING AND INSURANCE 
CIPHER WORKSHOP/CONFERENCE: PHASE I 

IntroductlQn 

Representatives of banking and insurance personnel departments were 

invited to the two meetings which composed Phase I of the project, 

"College and Induatryi Partnars in the Handicapped Employment Role," 

At the first meetings held on November 26, 1975s personnel directors, 

community college counselors and job placement officers, and disabled 

students were asked to provide very specific answers to questions listed 

in the agenda* The reader will discover that much of the information 

which they provided did not pertain specifically to prospective disabled 

employees, but to all prospective employees p 

At the second meeting, held on December 17, 1975 ^ participants who 

made up the three sectors were asked to provide Information geared more 

to the employment needs of disabled students. The questions were quite 

specific, but the answers of participants ware not as "tangible" as at 

the first meetingp No one ~ neither the personnel directors, the college 

staffs, nor the students ~ had all the solutions to the issues raised* 

And that is when the sensitization pre ss began. = 

At the end of the second session, a representative from the Office 

of Vocational Rehabilitation made a statement that seemed more appro^ 

prlate to serve as an introduction to Phase It 

One of the principles that we must keep In mind is 
to have a very clear--cut definition of "disabled" versus 
"handicapped"* A disabled person la anyone who has a 
kind of physical or emotional condition defined by a 
doctor which separates that Individual from the normal 
population* In order to be eligible for the services 
of the Office of Vocational RehablHtatlon, one has 
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to have some kind of disability whlA must constl- 
iLitm a vocational handicap * In otjier words, the 
di/^^Mllity which thla Individual ^as must impose 
some 4imitatlen or restfletion on whatever the 
individual's vocational pursuit/ might be. In terms 
of what the Office of Vocational Rehabilitation does, 
wa tafca a disabled Individual who Is handicapped 
and we try to turn this individual Into a dis- 
abled person who is not h^dicapped, 

I would urge you ta/conslder that defini- 
tion bacause what I .have heard today leads me to 
feel that there is sorie confusion particu- 
larly when someone aCates that he considers him- 
self handicapped by^hls environment. That might 
be so, but there^M'e pragmatic differences. For 
eKamples two pepple with the same disability can 
be classified differently — one can be disabled 
and handlcap^d, and another era have the same 
dlsablllty^'^nd not be handicapped at all. This 
means thOT the first person would be eligible for 
our sei^lceSj but the other person would not. Our 
mission, theui is to unhandicap the Individual 
frQiA his or her disability. 
/ 
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QUESTION # li HOW DO YOU VIEW YOUR ROLE AS PERSONNIL DX^CTOR? 

The Insur anca Repreeentative . *'Peraonnel covers many aspects, but 
I will confine it Just to the employment function. As an 'employer,* 
I view myrielf a little bit as a marriage broker bringing together an 
individual and a company, hopefully for the mutual satisfaction and needs 
of both..., Making hiring decisions is a tough problem, particularly when 
we must do it on the basis of a thirty-minute interview. One of the 
things our company believes in and tries to use at all times is multi- 
ple interviews. We let the individual talk not to just one interviewer, 
but to four or five different people." 

lat Bank Representative (Copgnercial) . "I represent the corporate 
or central personnel office, and we do the first interviewing. After 
the screening process, we send people to the different departments to 
talk to interview assistants in those divisions. They might also see 
one or two more people." 

SU>^IARY . Personnel directors stated they considered themselves the 
initial links beteen the prospective employer and the company. They 
usually act only as the screening process for prospective employees who 
they then direct to personnel represenCatives located in major depart- 
ments or branches of the company. The prospective employees finally 
talk to supervisors in subdivisions before the final hiring decisions 
are madep 
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QUESTION # 2 s mm INTERVIEWING A PROSPECTI^ EiffLOYEEp MAT PERSONAL 
TRAITS DO YOU LOOK FOR? 

Inguranc s Representatlva , "I look for someone who Is seeking a 
challenge* who is dynamic, md who hopefully has some Idea of what she 
or he is looking for. It's difficult for prospective Mployaes to come 
Into our industry with epeclflc requests like, 'I w&nt to be an imder-^ 
writer or a claims adjuster, or a marketing representative,' but we are 
turned off when they come into an Interview with glittering generali- 
ties like, 'I like working with people,' or 'I'd like to work In manage- 
ment. ' 

What we look for are broad keys. Does the person want to get into 
the quantitative area? Do they want to work with mathematics? If so, 
they might then fit into the actuarial division. If they say, 'I like 
to be on the outside,' or 'I couldn't stan#bftlng behind a desk all day; 
1 like to be moving aroimd,! then we might place this type of person in 
loss prevention. ..." 

We alao want to know what decisions studenta have made in the past 
with regard to education and jobs, and why they made those particular 
decisions*" 

1st Bank Re presentative (Commercial) . "We look to suit the right 
person for the department where they can grow and will have the most po- 
tential and be suitable to the rest of the environment. I look pri- 
marily for 1) motivation — for example, would the person who Is applying 
for the job of teller desire eventually to become branch manager? My 
feeling is that the person can get training after he gets here, but he 
has to bring in the motivation with himi 2) prior eKperience i and 
3) the way a person preaenta himself when he comes in* Neatness counts — 
le the person clean? To me, appearance is the first sign of motivation 
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because it means the person really is Interested in presenting him- 
ar herself in the best possible light." 

Federal Reserve Bmk Representative . She placed the qualities or 
traits she looks for in this order i 

^* Appearanee ^ "^en though the personnel departments have be- 
come a little more lax and understanding with the general trends in 
today's world^ I-m afraid the department heads are not as much. Send 
tham somebody in Jeans, md they'll call you on the telephone as soon 
as the person leaves their office 

2* "1 personally look for a generalist as opposed to a specialist .'- 
She related this quality to her own baekground. She had received a ma- 
jor in one field, but upon graduation went to work in a completely 
different field. She gave an example which related to jobs in her ovm 
bank. The auditing department in the bank might be able to use an 
English major who has good writing skills* However, she stated, there 
were certain departments which did hire only people with special train^ 
Ing " e.g. , with an economics background for the research division. 

3. She felt personally that grades and extracurricular activities 
ware not that important. Motivation and potential could be demonstrated 
in other ways — e.g., it might be more beneficial if the person had 
worked part-time to put himself through college. 

SUBOIARY . ^ose personnel directors who responded tended to agree 
they looked for employees who had general ~ not too specialiied and not 
too vague ^ — ideas about what position they wanted to apply for within 
the compmy. .Motivation was a positive quality they looked for. They 
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favored prospective employeea who Indicated they would like to learn 
and move into higher positions. A third Important trait was a neat 
appearance (good grooming), 

FIRST ROLEPLAY: COUNSELOR PRIPAIES STUDENT FOR A JOB INTERVIEW. 

In this roleplay situation, a student from a comnunlty college and 
his counselor discussed some of the questions the student might encounter 
during a Job Interview at an Insurance or banking company. Aftewards, 
personnel directors were asked to give their reactions to the roleplay — 
How would they add to, delete, or modify aspects of the job Interview 
preparation they had Just observed? 

REACTION if 1 

Ist Bank Representati ve CCoBmerelal) ."I'm not Interested In the 
prospective employee's knowledge of the bank — Its earning last year. 
Its assets, etc, I'm a people person, not a money person. 1$ somebody 
came In as was suggested in this roleplay and told me how my bank — aa 
large as it is — was doing financially, I'd be very annoyed because it 
would be a putdown for me, because I_ don't know myself. So It's a bad 
place for you to be put In if the student knows more that the interviewer. 

Whether It's right or wrong is not the point " 

More important than awareness of the Industry that you're entering 
is an awareness of the salary that you're going to ask for. It's kind 
of embarrassing when people undersell or oversell themselves," 

Federal R eserve Bank RepieBentatlve . She stated she did not care 
whether the student knew about the inner workings of her bank because 
she did not know that much about it herself. "I am not an economics 
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person* I do not understmd the system. If somebody came in and started 
spouting that to me, I would find it more of a turn-^off , mora of a show- 
off." 

STOMARY. Bank personnel directori agreed that they did not like 
prospective employees to "ahow-^off " a knowledge of the company during 
the interview* One comtmlty college job plac^ent directori however, 
disagreed with this point of view: "1 don't think you were saying that 
you needn't know anything about the comply or Industry, I just think 
you mean you react negatively to the person who comes in and gives you 
figures to the dollar in assets and X Bank has or quotes the current 
discount rate of the Federal Reserve Bank. However, I do think it's 
Important for the prospectiva employee who comes to you to know that he 
or she is aware that the Federal Reserve Bank doesn^t have a savings 
account that you can open In local branches or what this comiercial 

bank's gold operations are, or that your Insurance company has offices 

located outside New York City* I*m convinced that some research must 
be done by the student before the interview J' ^ 

REACTION # 2 

SU^IARY. Insurance company and bank representatives agreed that 
they liked Interviewees to come *-with their facts straight" on their 
previous school and job experiences so that they could quickly transfer 
Infomatlon to an application blank and not waste the Interviewer's time. 
Praferably, the student would have prepared a resume or have already listed 
on paper all the names » dates , and addresses of schools attended and jobs 
held. S/he should be able to furnish the nanes, addresses, and telephone 
nuBiberB of people the parsonnel director could contact for references. 

- 18 
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OTHER REACTIONS 

SIBMARY . Perionnel directors deacrlbed other qualities and infor- 
nation they looked for during Interviews with prospective mployeesi 

1. ^fhere does the person think s/he ghould be In terma of salary 
three to five years from now? Where does i/he want to be position-wise 
within the company three to five years from now? 

2. What aspects about past Job experiences did the student like 
moat and least? 

. 3. Does the person express Interest In continuing his or her 
Education «hile working so that s/he will be able to move Into the new and/or 
mora responsible positions which might require additional training? 

4. With respect to prospective employees with dissbillties, would 
they agree to visit a physician periodically ("every six months") to 
keep both the company and themselves up to date on thejetatus of their 
physical condition or health? , ^ 

5. The insurance representative stated that he liked people to come 
in personally to the local offices to ask for Information, such as bro- 
chures descriptive of the company. He stated that although his company 
Is not currently recruiting new employees, it still receives 200-300 
resumes a day from all over the country. Out of that number, only 700-800 
people would be hired during the next year. He believed that an In-person 
visit to the local company branch was an effective route to employment. 
Unsolicited telephone inquiries about Jobs were usually time-consuming 

and Interruptlve for the personnel staff. 
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QUESTION if 3 1 mAT jm im CABMBS W YOUR INDUSTRY THAT YOU PEECEIVl AS 
SQUIRING AT LEAST WO^YEAR POST-SECONDARY TMINING? NOTE 
SPECIFICALLY THOSE JOBS UNIQUE TO YOTO lOTUSTRY* 



ttimtma^ M ptMmtattvm^ Em statad that his eompany made few spe- 
cific requlrraantfl for pest-iacondarjp dsgMes and that leially, aeeordlng 
to thm regulatloni of the Equal aaplojrmsnt Oppoiftunlty CoTOlsslon, there 
were few for which any company could itlpulate degress I 

The only time that you cm legally d©Mnd degree 
requlrCTents is when you have an individual who is 
working for a job-related degret and hasn-t quits 
completed the raqulr^ents. We can make continued 
employment eontingent upon successful completion 
of that degree. But again, from a legal stand- 
point — and this is hard for both company per* 
sonnal and college Job placement people to swallow — 
we're getting away in eveiy Job description from 
mentioning the degree requlranentt Instead ^ we're 
saying "degrees or business experience." That's 
kind of a shamp because in practicality, we're also 
saying, "Look, if you don't have two years In Junior 
college, and you don't have that degree. It's going 

. ... . — to be^awf ully- hard to get the kind of experience 

that would qualify you for the Job In lieu of the 
formal degree." 

He noted there are exceptions i when employees, e.g., medical doctors, 
need licenses which specify degrees in order for them to practice. He 
said that even the president and mroy of the senior eKecutlves with his 
company did not have college degrees, and that it would be difficult to 
distinguish between those people who did and those who did not. 

He stated, however ^ there were many positions for which his company 
preferred employees with two-year degrees, but more Important than the 
degree was the actual trMning or background of the person. He listed 
several jobs — and the kinds of training background, interests, traits, 
etc*, which he felt were appropriate to those jobs — which students hold- 
ing two-year college degrees might apply for at his insurance company. 
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1. Claims Ad-|u8tor. The Inauranca representative Btatefl that 
aval here the degree was not as importamt as the Mployee'a 
nathematlcs background and Intereit. Mathematics Is Impor- 
tant because s/he will be negotiating on settl^ent Miounts 
and checking estimate figures. The repreaentatlve noted 
that the person's teaperament was Important for this job — 
a/he must be someone who liked public contact, could take 
a bit of hostility, and would not be too aggressive ("and 
get the company Into a lawsuit"). 

Underwriter. (In this company, the underwriter usually works 
within the Industrial environment.) This employee must en- 
joy working at a desk — at least until s/he moves up to 
the supervisory or management level when s/he would begin 
to go out into the field and observe risk factors at plant 
sites (e.g. J Is required safety equipment available and used 
properly?). This position should be filled by someone who 
wants job escalation and mobility within the company — 
i.e., would want to move Into a supervisory capacity. He 
listed other traits and background he looks for In the 
prospective employee for the Underwriter posltioni Inquls- 
Itlveness, ability and willingness to make decisions, a 
good driving record, and personal reputation. He noted 
that a liberal arts background could be appropriate for 
this position. He stated there were 747 Underwriter 
positions Calthough not all available, of course) in his 
company distributed among local offices around the country. 
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3. ^toaiyst. Tiiis poiltion wat open to people who enjoyad 
wofklng with (iguras and wanted to gat Involved In a 
variety of areas • A math major, aspeGlally someone with 
background in applied math, would fit in here. 

4* Aetuary . In the actuarial field, however, the company 
preferred mployees with four-year degrees , People with 
two-year degrees could take the actuarial aptitude test, 
but If they failed it, they would not be permitted to 
take the test again. However, If they passed it, they 
could become an actuary even though they only held two- 
year degrees, 

5. Engineers « compmy had a broad range of engineering 

jobs, but these were not open to two--year graduates in 
the technologies — only to four^-year graduates who could 
acquire Professional Engineering Licenses* Thm only mn- ■ 
ception the company made was for tech students who, for exai 
pie, had served as a boiler inspector in the Navy. The 
representative noted, however, that his comply did place 
two-year engineering students in underwriting or analyst 
positions* 

1st Ban k Representative (CoiMerclal) , She stated that, irt most cases, 
"a two-year degree is a good thing to have, but the business background 
with that degree Is far better J' She listed jobs for which a two-year 
degree with that background would be appropriate or necessary: 
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1, Mdltor t Slaea this peiition might lead to the employee 
becoming a Junior accountant ^ a two-year degree was pre*^ 
ferred. 

2, Braneh Manag^er Trainee > The bank would accept two-^year 
graduates J but preferred four^-year graduates. The trainee 
was taught avai^ Job function at a branch, from teller to 
customer contact Involving complaints # etc. 

3, Secretary . The bank does not have mmy secretarial posl^ 
tlons available- per sei but people with two-year degrees 
in Secretarial Science would be able to function in a num- 
ber of other positions* The representative noted, therefore i 
that a secretarial science background would be good train- 
ing for the person who was career^orlented and wanted to 
move up In the bank. (When a college counselor asked her 
about the possibility of hiring male secretaries » she stated, 
"I wouldn't have any negative feelings about It, but I would 
have to do some selling Job to my boises and to the divi- 
sion heads* 

4. Interview Assistant . The representative eacplalned that In 
each subdivision of the bank, there were personnel reprS" 
sentatlves who handled problems of a smaller nature within 
those divisions and also conducted secondary job interviews. 
(She did not Identify what occupational training background 
would be appropriate for this position.) 
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3rd Bank Repregentatlve (Coimnerolal) , He stated that for yeare his 
eompany had been recruiting tt?o-year college graduates with great euceess* 
Most of these people came out of business prograas and had at least two 
accounting courses. He listed the following positions for which two-year 
degrees were appropriate or necessary s 

1* Branch Manager . The person would enter an 18-month train- 
ing prograffi in which he or she would learn to become a 
"jack of all trades" and could substitute for whoever was 
out. 

2. Accountant . He stated that the "Trust Division" used more 
than half of all the two^-year collage students that the 
bank employed. About 800 people worked in that department, 
which also had several subdivisions. For example , there 
was the "Personal Trust Divlson" which even had its own 
subdivisions for example, an income tax group which 
"prepares tax returns for the wealthy." These employees 
were called "income Tax Specialists." Also, there was the 
"Employees Benefits Area" ~ "where major companies keep 
trust accounts with us whereby the bank handles their pen- 
sion and profit-aharing plans." In addition, there were 
positions with the "National Division" which in effect was 
responsible for "balancing the checkbooks for major companies 
all over the county." Other accounting positions included: 
security processing —employees deal with brokers with re- 
gard to distributing, liquidating , and selling stocks, and 
making certain small Investors get their checks; "credit 
investigators" — they check the financial status and references 
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of companies the bank is dealing with ^md provide general 
assistance to the «ialysts» In terms ef job tnobility, 
the representative atateds the credit investigator could 
eventually become an analyst. 

Bank Representative (Federal Reserve) . She stated that the Federal 
Reserve Bank did not have many positions for two-year college graduates* 
Most entry--level jobs were geared either to graduates of high schoole or 
four-year colleges and higher. Positions for the high school graduate 
Included processing currency and checks * She stated that two-year college 
graduates were generally "overquallf led" for these positions* 

SUM^^Y * Insurance and banking peraonnel directors described the 
tuition plans at their companies. Although these plans varied slightly * 
they were very liberal and served as an incentive for employees to con- 
tinue their education. In several cases, the companies themselves con- 
ducted extensive training programs* Personnel directors suggested that 
prospective employees inquire about these tuition refund plans before 
or during the job intervj^ew. All directors stated that desire for job 
escalation and mobility was a quality they looked for in proipectlve em- 
ployees * since many positions in their corapanles led to advancement* 

. GENERAL DISCUSSION 

A major concern of community college personnel was how they could 
deal effectively with all those factors i both Internal and eKternalp 
which had an Impact on a student's educational and career choices i 
projections of Increases and decreases In certain occupations In the 
future, the economy, and the student -s own interests, which might be 
practical or unrealistic. As one person asked, "How do you dissuade a 
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student from pursuing an area of training he or she Is really interested 
in, really enjoys studying^ when you know good and well that only one per- 
cent of all the students who gat degrees in that training will actually 
find a Job in that field? There just will not be that many jobs there. 
How da we redirect these itudents into training for other careers? 

Several job placement directors agreed that career adviaemeiat should 
begin early to help students identify a broad spectrma of traits, skills, 
and interests which could relate to a career cluster* integral part 
of this counseling process was that students would need to get to know 
themselves better* If they decided they were people-oriented, perhaps 
they might consider careers in bai^ingj insurance, the health services ^ 
etc* If they were oriented more to working with objects, then perhaps 
they would consider careers in the mechanical or electrical technologies. 
Helping students to narrow down career choices, the counselors stated^ 
took time* Such processes /involved individual and/or group counseling 
sessions, testing, and getting students to articulate as best they could 
their feelings about different things so they could eventually focus on 
their interests. One participant noted that with this kind of process, 
it might be possible for a counselor to direct a bilingual student 
majoring in sociology into. the insurance business. 

One college job placement director stated, however, that students 
were not ready to make eoBmaitments to careers in their freshman year — 
they had other things to be concerned with, like adjustment to the college 
environment, A personnel director added that she believed she had had the 
typical attitude of most college students i *'Wien I went to college, I 
mjored In what I liked, I just enjoyed the courses* I didn't give any 
real thought to what I was going to do with it until my senior year, and 
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then I started looking frantically." She said trying to get itudents to 

determine their interests as freahinen was the ideal, but she didn't know, 

taking herself as an example, how practical it could be. 

In relating his own experience, a visually handicapped counselor asked 

baking and insurance personnel to relate the issue of career preparation 

and devalopment to the disabled population r 

I was middle-aged when I lost my vision, 1 had 
to completely change careers because 1 could no longer 
be accepted in old career. Statistics should bear 
mm out that in modeTO day society, with shrinking Job 
markets, with a general job dissatisfaction ™ong many 
people in different job fields, everybody Is looking to 
change professions. How do you, as personnel directors, 
vIct a student who has come out of a two-year education' 
or four-year education, goes to work for a few years, 
and then decides that career is not for him. He is just 
ei^lorlng. Or, like ityself , someone who in middle age 
becomes disabled and is forced to enter a new career, 
^e you willing to open up entry level positions to 
those who want to or who must change careers in order to 
continue their growth pattems or to earn a living? 

One personnel director stated that it would increasingly become "bad 
news-- for such people since there are ten people who alrfeady are experienced 
or trained in that field who want that Job compared to the one person who 
was not eKperlenced and needed to get in on the entry level. In a practical 
sense, she stated, a company cannot afford to take the ttoe to train some- 
body in an entirely new field when it can get somebody who already has that 
background. 

THE COLLEGE PMCEOTNT OFFICERS' RESPONSE 

Mter the insurance and banking personnel directors had responded to 
questions; that related to employment In their companies, coranunity college 
counselors and job placement officers described their role In preparing 
students for careers, ^ey also provided feedback to issues raised earlier. 



let CQungelor , He felt that "strict and pure vocatlonalism was a 
mistake" and that too much emphasis was placed on directing students 
into certain occupational fields because "the economic picture appears 
bad for an industry this year or because there are no jobs in a particu^ 
lar field that year*" He' stated that the econoiaic picture frequently 
reversed itself from year to year, that one year there might be jobs in 
an industry where there were none the year before. He believed that 
instead of counseling students on the job report In today ^s newspapers 
they should be counseling students to develop programs that would allow 
them to build on their educational processes, 

2nd Counselor . He reported that because there were so many different 
academic areas at his college ^ students switched from program to progrra ~ 
"before they finish one curriculinns they will switch to another." He stated 
that this problem was related to the limited time span students had in 
conmiunity colleges to adjust and then to make up their minds about careers. 

3rd Counselor , He suggested a plan whereby all liberal arts majors 
would enroll in minl^majors " that is, take courses in business or the 
technologies with their liberal arts courses, 

DISABLED STUDENTS' RI,.., ..SE TO BANKING AND INSUR^CE PEHEONNEL 

1st Student , Trig student was partially blind and used a seelng-eye 
dog. He told the personnel directors that whenever he went in to apply 
for a job and the empl ars saw his dogj he was rejected. Ha explained ^ 
"I We even had people say, 'l-m sorry, you might bump into a wall,' or 
'You might run into a pole.'" As a result of these experiencei, he felt 
that employers focused on the limitations of prospective disabled em- 
ployees rather than on their strengths, 
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2nd Student . He stated that employers should be aware that the 
state would pay for readers for the blind who had jobs that involved 
paper work &nd would also provide adaptive equipment which allowed the 
blind to operate computers. Employers should not feel that they had 
the responsibility for buying adaptive equipment. 

3rd Student . He asked the peraonnel directors if they knew what 
percentage of the people on the company payroll were disabled? Employerf 
responded as follows t 

let Eroployer p "Between one and three percent s" 
he stated. Then he added^ "It is very hard to quantify." 

2nd Employer . He said that the figures for his 
company would be higher because It would Include 
people with heart disease. 

3rd Employer . She stated that If heart disease 
and rBSpiratory ailments were included, the nmnber 
would be around ten to fifteen percent of the total 
staff. 

4th Employer * She stated that she had "read a 
statistic somewhere Just stating that her bank, 
without any sort of active recruitment would have 
an average of ten percent handicapped personnel 
on its staff," She also stated that In terms of 
actual numbers in 1974 her bank hired or actively 
recruited 22 handicapped people, and that did not 
Include students hired during a sunraier program. 



GENERAL DISCUSSION AMONG STUDENTS AND PERSONNEL DIRECTORS (SIMIARY) 

Several students took issue with the requirements several personnel 
directors mentioned their companies made for periodic medical examinations 
for employees with disabilities. One student who was blind stated, 
"tfy being blind is not a medical problem." The Insurance representative 
responded that he had been referring only to medical conditions "which 
are chronic — let us say, a diesease or people with diabetes and 
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epllepgy." Onm atudent who had an epileptic condition coranented, 
"As a person with epilapsy, 1 would resent having to go to a doctor, 
fact that I am functioning in society , that I go to school, that 
I go to work, that I am caring for myself should be enough." 

Students aleo brought up other questions they felt needed to be 
answered* 

What criteria did employers use in hiring handicapped people? 

Were there special training programs their companies could 
provide for disabled mployees? 

What jobs in their companies in particular might be more 
available to disabled people? 

There was an Insufficient amoimt of time left in the first session 

for personnel directors to respond to these questions i however^ some 

answers to these questions were provided at the second meeting. 



2nd Session ™ December 17 ^ 1975 

Participants did not follow the agenda at this meeting aa closely 
as they followed the agenda for the first meeting, TOe second meeting 
evolved into more of an awareness training session for the groups in- 
volved. Instead of informing each other what they knew in terms of 
employment and trainings they were able to inform each other of their 
needs. As a result, the meeting was more reality-oriented. It was geared 
more to the issues surrounding the employment needs of the disabled rather 
than to employment in general. For example » shortly after the meeting 
beganp one student with a visual impairment felt comfortable enough to 
ask a personnel director, "Would your company consider hiring a blind 
person?" and the director answered honestly , "Not at this moment, but we're 
working on it." In another instance, a counselor asked personnel 
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directors if they were familiar with the various adaptive equipment on 

the market that would pemlt disabled students to perforro a wide variety 

of jobs, and the directors admitted they knew ve^ little about It. As 

one brak representative statedp "I am sure there are advances In the field, 

but 1 am unaware of most of them." One counselor responded that it was 

Important for personnel directors "to conmunicate what they do not know 

so that we can open the door to the disabled In terms of jobs." 

However, there was disagreement from specialists from the Institute 

of Rehabilitation Medicine and the Office of Vocational Rehabilitation 

(OVR) with respect to the employer's and/or disabled person's dependence 

on adaptive equipment. The IRM counselor stated! 

Most people do not need a large amount of hardware, 
^ere are ways of handling situations without all the 
devices. You make the point that business people should 
know all these things, but maybe they should know just a 
little. People like us should be giving that input* 

She continued that when a position opened in a company and a question 
existed whether a disabled person could perform a particular operation 
and what adaptive equipment might be necessary, the employer should go 
to an agency, such as the Institute of Rehabilitation Medicine, which 
would be happy to send someone In to assess problems related to that 
particular job function. The representative from the Office of Voca- 
tional Rehabilitation agreed i 

We do not encourage or favor Industry making large 
adjustments for handicapped people. We try to sell our 
people on the basis of the fact that they can be treated 
i like everybody else. When you start introducing special 
devices of one sort or another, it places the disabled 
person apart and makes It difficult for him or her to move 
around and be flexible. 

He emphasised, however, that frequently adjustments could and should be 
made in the operation of the job Itself which would make It easier not 
only for the disabled employee but for all employees, to perfo™. 
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In ifesponae to the question cQunselors asked, '*What kinds of oppor- 
tunities do your companies offer disabled employees in terns of advancement?" 
personnel directors replied i 

1st Bmk Representative (Comierclal) ■ She stated there was a "grade 
structure within every department from 1 to 16 with subgrades in between*" 
When positions opened, notices were posted and anyone in the bank could 
apply for them* She stated that her bank also had a training division 
which offered specific and general courses for people In super^^isoiy train- 
ings and decision-making p and businesi writing* 

2nd Bank Representative (Comtercial) , He stated that his bank offered 
counseling sessions for disabled employees prior to their beginning work* 
In addition, after an employee had been on the Job for a while p whether 
disabled or non-disabled, a personnel staff member confers with employee 
and supervisor to make certain both viewed the job from the same perspec^ 
tive. The representative continued that the employee could take advantage 
of forty to fifty different Intemal training courses. In interim coun- 
seling sessions s a personnel depurtment representative would attempt to 
help the employee determine what other Jobs he or she was interested In 
and then help that person decide the best route to acquire the Job — e*g.p 
through Intemal training courses* The director concluded, "If a person 
wants it (advancement, another job)p he is going to have to earn it, there 
are no two ways about it*" 

Other personnel directors reported similar approaches to assist the 
disabled and non-disabled to advance or transfer internally. A student 
who worked in a public health center recoiranended the personnel department 
approach as a method of solving on-the-job conflicts as well as a way to 
move from one department to another, 
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Personnel directors did not respond fully to the question, '*What 
specific skill compatencies are needed for certain jobs within your 
bettka or Iniurance company?" A bank raprasantatlve did state> however, 
that it varied according to every position. "In many areas, performance 
means production — how many checks one can process In a day* A leas 
tangible area to analyse would be that for research assistants. How well 
can they prepare briefs? Do they get down all the pertinent facts? How 
well is the brief written — Is it clear, la it concise?" 

At one point during the aesslon, comiunity college counselors and 
job placement officers were asked to explain how their training programs 
received input from the business world. Several participants described 
the cooperative education progrMS at their collages as excellent systems 
for keeping curricula up-to-date with changes in the business world* A 
major reason was that students enrolled in cooperative education and the 
counselors who supervised them were able to return to campus from the Job 
sites and provide feedback. 

During the last portion of this session, the representative from the 
Office of Vocational Rahabilitation outlined step-by-step for the personnel 
directors of banking and Insurance the occupational rehabllltaf^^ Dn and 
counseling services OVH provided disabled individuals* Integral to this 
process was the relationship rehabilitation counselors attempt to as tab-- 
lish ^ong their disabled cllentala, employers, and themselves* Ihe 
rehabilitation counselor, he stated, does not stop the counseling process 
the day the person found employment. Ihe counselor had a responsibility 
to make certain both employee and employer were satisfied. To this end, 
he noted, the Office of Vocational Rehabilitation also sponsored a program 
called "Personal Adjustment Training," which consisted of all kinds of 
preparation other than the actual teaching of job content to individuals — ' 



©•g. j "situations that would help a person lean-i how to get along with 
others I how to adjuit to a schedule ( punoh a clock Md how to do many 
of the things that have nothing to do with the job Itself , but which are 
quite iraportmt to a person who is holding the job." 
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HEALTH ^MIERS 
CIPHER WOMCSHOP/CONFEIffiNCEl PHASE II 
0\f ervlew of the Job Markat 

In exploring the job market in health careers, several high level 
hospital adminlstratars were invited to speak on current and future 
trende of emmloyment in health related areas. 

The participants represented health care institutions that are mong 
the largest in the metropolitan area* Their analysis of the job market 
situation in the health care industry reflected the impact of the fol-- 
lowing factors! 

1. The current governffiental freeze on medicaid , the progrto that 
supports health needs of the indigent, and the current freeze 
on Blue Cross rates by the State Insurance Coffimissloner | 

2% Changing technology | 

3. TOe closing and proposed closing of several mimiclpal hospitals! 

4, The change and upgrading of standards by health professions* 
All of these factors in one way or another affect the hiring practices 
of virtually every hospital in New York City. For eKample, one hospital 
has not hired any new workers for over five months with the exception of 
a few raergency requests. When a position is open. It remains open for 
at least six to eight weeks without being filled — then it is filled 
only if it is an absolute emergency. This tight job market situation 
contrasts with the emplo^ent situation in hospitals In the last decade 
during which time a fifty percent turnover was not unusual. Today , as a 
result of the Increases in wages and benefits, job turnover is somewhat 
less than ten percent. 

In attempting to assess the possibilities for future employment of 
the disabled I hospital administrators Indicated that it was linked to the 
same limited possibilities available for any new people. The New York 
State Department of Labor Statistics, showed that between 1969 md 1974 
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SSjOOO new jobs opened up throughout the State In the health care industry 
Howeveri that was the peak and from there the curye has been moving 
steadily doraward* It was indicated that there will be fewer hospitals 
in New York City within the next two years, and that some of these ought 
to be closed since they are considered to be marginal operations » being 
only 65 to 75 percent full most of the year* Hospital administrators 
suggest that for a hospital to be efficient , it should be 80 to 85 percent 
full. 

Health care adminlatrators indicated that the strategies used to 
develop employment opportunities for the disabled must be viewed in terms 
of the consumer- When a person is hired by a health care institution, 
one cannot make a compromise of the services that are rendered to patients 
However, industry does recognise that it has a social responsibility to 
alleviate the inequities of discrimination ^ but efforts in this area have 
to be reconciled with its primal^ objectives of providing health care 
services to patients. 

It was indicated that health care institutions should and can pro- 
vide employment for many more disabled individuals but in order to do 
so requires employers making some adjustments in their thinking. 
It was suggested that the problem should be attacked at the job design 
stage when criteria requirements for specific Jobs are being developed. 
At that time, industry should start planning for the broadest possible 
range of applicants who can do a particular job. There are enough of 
a variety of Jobs in health care institutions that can be designed in 
such a fashion with no compromise in patient care. 
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Impact ot CTianplng Stmdarda 

Mother Impact being felt by the colleges and the health industry, 
especially hospitals, is the continuous change and upgrading of standards 
and requirements by the various health professions. These changes have 
short and long range effects on college progrmns and the job market. 
As a result of those modifications in qualifications, there are plans to 
phase out two and three-year nursing programg by 1980-90. The Inhalation 
Therapy Association has developed certification md licensure standards, 
A parallel , situation is occurring in ophthalmic dispensing prograffls where 
there is now separate licensing, ^e impact of these newly developed 
certification programs is strongly positive for those who are currently 
employed in these professions but negative for those who want to enter 
them. Especially hard hit are minority and disadvantaged groups, and 
this Includes the disabled. For the colleges, these new developments in 
licensure and certification call for up-dating curricula in the health 
sciences and developing closer liaison with professional associations 
and the health care indust!^* One major outcome may very well be the 
elimination of entire programs such as nursing. A combination of surplus 
workers, stringent budget demands, and the upgrading of credentials creates 
a situation that demands the development of new concepts and approaches 
in supplying the health workforce needs in the comunity. 
TechnoJ.ogical Impagt 

In approaching the job market from a different vantage, it was 
noted that as a result of changing mandates issued by governmental agencies 
requiring the performance of new tasks, new Jobs are being created each 
year. For exapple. Jobs having to do with unionization and audit coor- 
dination did not exist two years ago in the health field. 
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If one were to categorize the workforce within urban health care 
Institutions, the breakdoTO shows that approxlraately one-third of the workers 
are clerical, one-thlrd are .service, and one-third are technical/pro-- 
fassional* Since the inception of Medicaid and Medicares clerical forces 
have doubled and with a fora of national health insurance Inimlnents the 
processing of paper will require more workers in the clerical and data 
processing areas* One personnel manager stated that the most difficult 
person to hire is a qualified secretaiy. 

In assessing the Impact of new technology on the employment needs of 
health care facilities, one can see the need for Industry maintaining 
an ongoing close liaison with college prograina. As new machines and 
equipment become essentlai Ingredients of health delivery systems, 
concomitant changes in college health science programs will be needed* 
Technological change In a hospital requires that technical programs in 
a conmunity college be kept "au courmt," 

As one health industry participant Indicatad, technological advances 
have mixed effects* For exmple, with the Introduction of a body scanner 
machine which is computerized and can therefore be operated by someone with 
limited training, the need for x-rays will be greatly reduced. Consequently, 
an X-ray technician who wants to keep his job will have to learn how to 
operate a ^'scanner." 

A positive outcome of technology that is appropriate for developing 
jobs for the disabled is the repair and maintenance of hospital equipment. 
One hospital representative said that to maintain standard X=ray machines 
costs his Institution hundreds of thousands of dollars in service contracts. 
The following excerpt from one of the workshops on health careers explains 
the dilenma and indicates possibilities for employment i 
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When we go to the companies and we ask themi *Is there no leas 
eKpenaive way of repairing this machine?", they tell us, *yes, there 
la." We ahould send our own people to their planta which are 
located throughout the Ufiited States and have the training done 
there. Most of these compmles would prefer to get out of the 
maintenance business* It's a loss to them, even though we^re paying 
as much as $100 an hour to get this done. We have not yet faced this 
to the point where maybe one hospital that can't afford to send people 
to get the training could get together with other hospitals and send 
them several people. Since we -re not In a profit making business , 
It's not important that the repairman be on hand. Very often, these 
people are not available, and there are so few of them that you have 
to wait days to get a piece of equipment back on line. Now, I would 
say that a university system that could get to the electronic manu- 
facturers of health care equipment - a very big general area but 
it covers everything - could work out technical training programs 
from which one could graduate skilled or almost-skilled people for 
the repair and maintenmce of these very sensitive machines, and 
they're going to get even wilder in the future, in terms of how 
involved they are — just to repair a standard x-ray machine Is a 
monummtal task— would be fantastic, and probably be a field in which 
the disabled could work, because they already work In assembly situations 
and repair situations where they can be sedentary and work at a 
bench. That's where we're going to need people. 

Imp a c t o f Go V e mmen t 

In eKplorlng the ramifications of Increased federal support for 

health programs, the following series of questions and answers Indicate 

the perceptions of health industry representatives concerning the impact 

of a national health insurance program and new conceptions of delivering 

health care. 

guej tlon i Does National Health Insurance in the future provide any 
optimism? Would things improve? 

Answer : I think it will pump more money Into the health care field, 
but It looks very remote at this point. And most of the betting on 
that bill was strong about a year and a half ago. The election in 
November will have a great deal to do obviously with what kind of 
bill is eventually passed* I have a feeling something is going to 
get passed. . .when, I don't know* ^d what, I haven't the vaguest 
Idea. Most of us in the field are terribly afraid in tems of huge 
sums of money being pumped into this field primarily because of 
what's happened since '65 and '66. Just a lot of money is an open 
invitation to no quality. There must be reforms in the systeja. 
Without it, the product that we're delivering will never get any 
better and, at this particular moment, there are no incentives- 
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Quaationi "la there greater ^ploj^ent potential in Industries 
other than the health industry?" 

^^ri I CBTL only say that the history of the health care Industry 
Ehowm it 8 usually two years behind general Industryi so while 
general industry was down two years ago, the health care industry 
was still booming* The cutbacks that we see today, the layoffs that 
have cone — more will come within the next couple of years ~ 
probably could have predicted that we would not escape unscathed from 
this really bad economic recession. Now it's possible that, with 
industry recovering today, in two years we'll be on our way back. 
It can happen. If you want to be optimistic, you can say that there 
could be a National Health Insurance Act passed which obviously 
would pump millions of dollars into the health care system and might 
Just give It the impetus to move forward, but for the next couple of 
years^ If you follow what happened in general industry, you're going 
to have a consolidation situation. There are some marginal opera- 
tions in New York City that will close their doors and never open 
again. There are hospitals right now that are on the brink of 
bankruptcy md will go out. There's no doubt about it| and they 
should go outp It -a a terrible thing to say, but there are institu- 
tions that should have gone out years ago. If there were quality 
standards that have to be met, to continue funding, it prcbably 
would have happened by now. But it doesn-t happen. Nobody closes 
down a hospital. It Just doesn't happen; but a federal Judge 
issued an order the other day to close do^ a hospital because it 
was bankrupt. They couldn't pay their bills. Several proprietary 
hospitals have been closed down within the last three months and 
there will be more. In a couple of yekrs from now, the health care 
industry may be on Its way back. That follows a pattern. Yes, 
you cm look foroard to two tough years, and then the beginning of a 
way back which will be kicked off either by federal legislation, 
an act of new health care, etc. The facts are clear. We have been 
told that the Governor has put this bill before the legislature. 
If It passes. Its a 10 percent cut on medicaid, a limit on the nmaber 
of days in the hospital, a limit on preoperative days in the hospital, 
a cutback of 10 percent across the board on emergency room costs and 
a reduced amount of ralmbursement for house staff training' it's 
all in this bill. And that means jobs. 

The Personnel Directors' Perceptions 



The role of personnel director in the last decade had been changed 
drastically. In many health care institutions, the personnel director has 
become the person in the middle, the right hand of the administrative 
team. The director's primary function in many situations Is no longer 
the hiring of people per se. Thm perforTnance of traditional personnel 
worker tasks of interviewing Job applicants and writing up job specifica- 
tions is often assigned to lower level functionaries, 
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PeMotinal naflagars indicated that one of their major frustrations 

^anates from a lack of contact between the educational coBmunityi 

particularly the community colleges , md indust^* niese feelings were 

reflected by one personnel person when she asked the college participant: 

''Who do you talk to? You don't talk to me, md you don't talk to 
my colleagues, md I'm the president of the Personnel Director's 
Association, you forget to talk to the union...*" 

Hospital personnel atoinistrators stressed the fact that the crucial 
dimension in the hiring process is the need for competence and 
qualityi and that a person^s disability made little difference in 
whether the Individual would be hired. The admonition to the college 
participants was to deliver a "product" with eKparlence and training since 
the health industry has neither the time nor the money to "reeducate" 
those who come from schools improperly or inadequately trained. 

The hospitals ' demand for training and eKperience is related to the 

relatively high salaries being offered. One personnel manager stated 

that for entry^-level positions, starting salaries for secretaries are 

$175 a week for the first two months and then, they go up to $181, 

Since competition outside the health field, such as banking or insurance, 

are paying a great deal less, $135 to $140 for entry-level positions, 

there Is a direct impact on departments within the hospital. 

As one department head stated* 

'*If we're paying this kind of money, and whether realistic or not, 
I want the beet person available. There are all those people out 
there who have experience and training and that's who I want." 

The Job Interview 

Each workshop session within a phase of the CIPHER program had an 
agenda of themes and activities developed by the project staff in consul- 
tation with participants. There was sufficient flexibility built into 
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the aasilon to allow the group to capitalize on "the teachable menent." 
For exmnple, In the flret meeting en health careere, plans had been made 
for a role-playing altuation Involving a college plaeraent officer and 
a worker from the health industry. To capitalize upon a concern that had 
developed during the first hours of one session^ the particlpanti 
decided to role play a disabled student's interview with a medical 
laboratoiy supervisor. This request evolved from statements repeatedly 
made by Industry representatives that it Is the department head or super- 
visor who makes the decision on hiring a worker In his area, and that the 
need to sensitize supervisors and department heads within the institution 
la essential p With this in mlndp two participants volunteered to be actors 

Employer: I'm the medical lab supervisor as the people in personnel 
probably told you and I interview the people who will work for me 
firstt I see here from your application that you're graduating in 
medical lab as of June, and I also notice, well, can you tell me a 
little bit about your two-year program and also what type of position 
you're seeking . 

Applicant i I'm interested in an entry-level position which I was 
told by your personnel department is available. You can see from 
my resume the course work that I've taken which is appropriate,.*. 
You can also see that I've had some sumier experience where I 
volunteered md did some work. I feel my experience plus my course 
work should prove an asset In filling this position. 

^ployeri I noticed from the application that you indicated under 
the question in terms of medical that there was some medical prob-^ 
Igm you have. Would that affect the job somehow? 

Applicant: It's not a medical problem. 1 think I mentioned that I 
was legally blind. You might not be aware of it from the way I 
walked in that I'm legally blind. For your infomation, you might 
be interested to know that 75-80 percent of all those who are 
classified as legally blind have some peripheral sight, I can see 
gruijs objects. .... 

Enployeri Well, to be honaat with you, I have never had that type of 
experience In the lab and I really don't know what type of adjufltment 
that calla for or what type of modification we would need or whether 
the hospital would go along with it in terms of the monetary situation. 
This could be a problem. 
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Appllamiti In ttitti of the mantta^ s±tuatldii» it wDuld b a difficult 
for mm to aseartaln what adjustments weuld have to be mads at this 
partteular time* It may be nsMsaary for me to bring In a censultant 
who would be available to me at no cost to you to do sots Job 
development rasearc^' In terai of Just hew I would be functioning 
In the laboratory p if there would be any special features or 
arrangements that would be neoessary to enable me to function. 
That could be worked out at no cost to you through the New York State 
Comiisslon for the Visually Handicapped » which is a sponsoring agency. 
If you have some concern in terms of how with my declining 
visionp can function,*, one of the things that is open to you is 
on-^the'-Job training, where the agency that is sponeorlng my schooling 
and education! would be more than willing , on a temporary basis 
for a period of three months ^ to pay my salary at no cost to you, 

Employar i Wellp I understMd in your progrmi at Queensborough that 
you did do some thousand hours of lab. How did that situation at 
college work out? 

Applicant i Hiere was no difficulty. I had an ability Instructor 
come In a nu^er of times. He wmit over the entire facility, the 
labp showed me where things were, helped me adjust, helped me 
braille my instructions « my equipment, use special sensory aids 
where it was necessary. There was no difficulty at all In terms 
of performance. 

Employer t Well, I'll be honest with you, I have a good number 
of candidates. M you know, the market is pretty tight, and I 
will consider what you have said.' I notice th^^ do have good 

grades. We'll let you knw one way or the other in a matter of 
weeks , 

Applicant : Perhaps you would care to tell me some of the functions 
of the position, M you are awarei I'm not too familiar with just 
what your specific job would require and it seemed to me that, 
during this interview you keep lerolng in on my visual problems and 
you haven't really brought up specifics that I might be able to 
discuss with you. 

toployer s Basically, we have about two or three positions maybe in 
hematology and urln«ialysls. We would have to see, you know, play 
it by ear. The salary is union, scale. As a matter of fact, before 
you leave, I can give you a book outlining all the benefits , 

Applicant I One thing 1 would like to make apparent though | there 
is equlpmant available to you in terms of unlnanalysis , , , , 

Mployer i There is equipment available? 
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Appllcmt; All sorts of ipeclflc equl^ant. Not only for this 
specific area, but for other areas* If you are Intgrested, I 
would be more than happy to show you what Is available Just to 
broaden your knowledge. 

Employer I Do you have any material on that? 

Applieanti Not readily availablej but I would be happy to have 
it sent to you* 

Q^mt^i If you would mail ' t to me, I would appreciate that.- 



ERIC 



Veiy nice of you. 

. In critiquing the interview the following points were highlighted i 

The applicant should interview the employer and not let the 
raployer dwell overly only on the person's disability | 

Ihe applicant should ask specific questions regarding job 
requirements, potential for advancement, etc, 

• ^e potential employer has a need to ask how a disabled individual 
is going to function on the job. The applicant may have had 
hours of experience In a college lab but there may be differ- 
ences between what the individual did at college and how 
operations are performed on the job; ^ 

In responding, the disabled person should attempt to allay 
the employere ' feelings of anxiety or def ensiveness . 

A suimnary of the role-playing Indicated a great deal of what 
went wrong in the interviewt squeamishness , def ensiveness , and uncer- 
tainty can be avoided. If the placement officer initially comes in with 
the disabled Individual and lays out the situation for the personnel 
people, then the personnel director can proceed to sell the applicant 
to the department supervisor* 
Job Development 

The use of simulation as an approach to analyzing the Job development 
process was a tool used throughout the CIPHER program. The following 
dialogue between personnel managers in the health care industry and 
comnunity college job placement officers represents a culminating activity 
of Phase II. The actors role-played spontaneously, and the critique that 
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follows reflects the reactions of the varloua groups participating in 
the workshop, e.g., eDunselors of the dliabled, handicapped students, 
resource people from the Institute o£ Rehabilitation Medicine, and 
personnel officers. 

The scene Is set at an Initial ineetlng^,/?f two college and two 
industry personnel people for the expressed purpose of exploring Job 
possibilities for disabled students. 

Job Placement: I would like to thank you for giving us this time 
to talk with you; I know that you're very busy. Our colleges are 
both part of the City University of New York. But we are also ac- 
tive on the CUNY Comlttee for the Disabled. We'd like to lay some 
groundwork for getting jobs for disabled students. That's the pri- 
mary reason we're here; to get a little bit of comnunlcatlon, and 
finding out what your needs are, and also finding out what our 
students' needs are. 

Personnel Employer i Are you geared toward the health professions 

in your schools particularly? Is that your goal in placing students? 

Job Placement; We're approaching you for a ni^er of reasons. We 
have an individual who is graduating In mechanics who has polio and 
is an exceptionally good student; he gets around very well. He 
would be a good candidate In a blo-engineering unit, working along 
with your engineers. We have another student— a yoimg lady— who is 
in the secretarial science program. To answer your question- 
health careers— yes. But basically, we'd like to open some doors for 
the handicapped students, and I'm wondering if we might discuss 
placement of the disabled. 

Personnel' Employer ; In the secretarial sciences, yes. I could say 
that we can project now for when your students graduate, if they 
meet the skill requirements. We're talking about lots of positions 
in that area. 

Job Placamant ^ What do you mean by skill requlremants? 

Personna l Employer i Baaicallyj they should type at 60 words per 
minute, and their steno should be a miniraiffii of 80 words per minute^ 

Job PlacCTent i Do you expect any prior experience? 

Personnel Employer i Experience is not essential* We have entry 
level positions for secretaries. At our Institution we have the 
same situation I we have about six levels of eecratarles, and the 
levels in the lower spectrum do not require experience. As they 
get up in the range I they do require experience* 
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Job Plmcment i Do you give my testa at all? 

Pergantiel Mplgyari There are no teati except typing and steno. 
Thla has bec©me such a problem that we have to give some teats. 

Job Placement; 1 don*t think any of our graduates would have this 
problem. 

Quite honestly, we don't have too much of a problem placing our 
graduates. One of the things you touched upon is that you have 
many opportunities in secretarial science but you don^t know if you 
can project your needs that far in advance. Both of our instltu-^ 
tions (colleges) are doing a lot of work with the disabled. We 
are making inroads to help the disabled through workshfsr , in 
resume writing^ mock interviews, and videotape. W# ^-^^ people 
coming to visit from industry, from hospitals to talk to our students 

Personnel Employer ; What kind of people from industry? 

Job Placement; Personnel directors, practitioners in a particular 
field-- to give our students an idea of reality md to help them deal 
with their disabilities when they go out on the job market. We 
realize what the job market is like but we're t^ing to work that 
out in tems of different majors, and the Jobs that your institutions 
have. We're wondering if there's a possiblity of your meeting some 
of these students, maybe a year before graduation, with no comit- 
ment on your part. Would you come in and talk to th^l , We will 
prepare you in advance about their major progrM and, if you want, 
we can give information about their academic performance. We'd like 
you-^o be aware that they're available. If a position does open 
up, they might be the right person for the Job, We will be glad to 
send you people that are appropriate for the jobs for which you 
have openings. We don't expect a coimitment from you now; the 
only conmiitment we would like is for you to take some time and talk 
to the people and show them around. It would serve as an educational 
experience even if there aren't any jobs in the area that they want. 

Personnel Employ an Well, we already have programs that we've 
done — we tour many groups through the medical center. We have 
recently tried to limit it because every organization and every 
group that exists want a tour. We run these tours. We try to get 
some people from the departments where it's relevant. If you're 
talking about a group of disabled students, we might be able to 
arrange a tour situation. I don't think we can do it on an individ- 
ual basis, because of the pressure of time, especially If you're 
talking about lots of students. 

Job Placemen t ; No, I'm not talking about lots of students. We can 
merge, we can have a group coming in on a tour — that would be 
one idea. However, I'm talking about, perhaps two students from 
my school and two students 'from my colleague's school to visit on 
an individual basis, and have you get to know them and keep them 
in mind if a job opens in the future. Also we are talking about an 
exchange of information. 
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Personnel topioyer.- my not do this? If you have students mio 
are Being trained in the health professions every hoipital needs 
extra hands. 

Job Placement.' Are you talking about a volunteer basia? 

Personnel Mployer; Yes, taking people around in a whirlwind tour, 
getting an exposure to the institution, especially the handicapped 
who don t have much experience In the wide world, would be over- 
whelming. I think we would, accomplish a great deal more with y bur 
studfflits if they could work here for a short period of time. We 
could be much more helpful to them and it would be more productive. 

Job Placement: Some of otr health science programs are governed by 
btate law — there are a certain number of hours that students 
perfora In hospitals — in lab tech and nursing programs. But 
there s a reaction from our students that they don't want to do 
anymore volunteer work. They don't want the hospitals to get any more 

treebles . Now this is a real problem. Perhaps medical lab 
students don t see that as a problem. I'm talking about the 
students, who. by the nature of their particular curriculum don't 
have work experience built into the program. I agree with you in 
what you said. In fact, we recently had a career volunteer day 
tor this particular reason, knowing that the job market is that 
tight. And the emphasis on the career volunteer was made. We tell 
the student that "here is an area where you can pick up field 
placement," and you may be surprised at how many students did sign 
up for it. Would you be willing to go along with this? This Is 
another variable we can definitely work in,' especially for those 
areas that do not require hours. Perhaps with the Idea that for those 
students who do volunteer work and are good —there may be a iob for 
them. 



Personnel Employer; That's up to the person who does the hiring. 
You have to understand that the personnel manager does the hiring. 
So if that student sells himself to a particular department, that 
person has an edge. We would have some limited positions on a 
volunteer basis. The reason for that is that our department heads 
have regular programs and types of situations they have the volun- 
teers do, and these are normally not what employees would do for 
various reasons. This means that we would have to contact individ- 
ual departments to find out who will be willing to take on certain 
hands on a volunteer basis for a long term or short term or what- 
ever. You will get resistance, and there will be problems. I 
would have to spend ray time with the Individual. 

Job Placement { Do they ever use the excuse that they don't have 

the facilities for these people because they are handicapped? 

Since this is just an initial meeting today, nay we suggest that If 

we want to try out some Ideas, we all have busy schedules — if 

we could sort of think about these Ideas, we will .approach you again. 

Let's say that the program we work out on a voluntary basis i we would 

take the responsibility of working with these students, if they're 

going to volunteer In your institution we will be seeing them. 

We will take that responsibility. If there are any problems in terms of 
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them being functional, we will be aware of it* So we're not just 
eayingp 'here's the atudents and that's it." Because it's our 
responeibllity. 

Personnel toployer i Another point I would like to mention, when 
you brought up the fact that someone was being trained at a communi- 
ty college for blo-englneeringr A situation like that is very 
limited in an organisation like ours. We have a very small 
department. Their turnover Is very limited. In a situation like 
, that what would probably be of some value is If your student cm 
prepare a professional looking resume outlining the courses and 
the people they worked with, and then you give us this resime which 
circulate to the departments. 

Job Placmenti Before we send a student to you, we will give you 
an outline; either the student will bring it with him or we will 
send it to you| it will outline all of his courses. We've Just 
had an Industry down to our school* I would Ilka to invite you down 
to our college, so that we can videotape an interview session* 
I think this is an activity where a student learas a great deal. 

Personnel Employer i What about the other way around ? 

Job Placement I We'll do that also. 
Critique of Role Playing Situation 

The following remarks are the participants' salient reactions 

concerning job placement/development In health care Institutions: 

* College people need to realise that hospitals are not an endless 
source of employment opportunity and that In the present labor 
market, the health industry Is not the place to find jobs for 
large numbers of people. This reality reflects the high entry 
level salaries being paid and the reticence of workers currently 
employed to leave, their present jobs. 

College job placement directors are viewed as advocates of the 
disabled students in their quest for jobs* They need to "sell" 
their students through the conviction that the college Is pro- 
ducing a quality "product." 

VHien meeting with Industry people, the job placement officer 
needs to educate the industry representative by eKplalnlng the 
kinds of courses and specialties offered by his college. In 
addition, she/he needs to Inform the business personnel officer of 
the college's "track record," the kinds of jobs that the job 
placement office has obtained for students in the past* 

Seeing a personnel manager a year before a student's graduation Is 
too far ahead. The job market may change\drastically In the 
Interim, 
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When diacusaing a epsclfle Individual p the plaQ«mt officer 
should ©ophasiM the student's abilities, how veil he la doing 
In school I his vocational goal, what his Inmediate training la, 
md lastly, his physical disability* 

In job development or job placement the probleM related to a 
disabled studmt are not so much with personnel people who do 
the initial saraenlngSp but more often with department heads 
who make the final decision. Oftentimes, a personnel manager 
who Initially screens the applicant becomes the applicant's 
advocate. 

A placfflttsnt officer cannot "sell" his student by informing a 
personnel manager that the Individual has had "X" number of 
hours In a laboratory. Personnel directors do not equate 
putting In hours with how much the person has learned, "nils 
applies to able bodied as well as disabled applicants. 

In making m initial contact with a business institution, the 
placement director should be highly selective and send only his 
best candidates. Once the institution has developed respect 
for the quality of students produced by the college, a rapport 
Is establishad, which enables the Job placement person to 
increase his "sales" to that organization. 

Job descriptions are not always what peraonnel diraetors would like 
them to be. Sometimes, these are blanket job descriptions in 
certain areas, and they don't apply to every job or every 
department* Consequently , by necessity the personnel manager 
may be vague about a particular job opening which makes the 
placement officer's job that much more difficult. 

Affirmative Action laws such as Section 503 of the Rehabilitation 
Act which affects subcontractors of the federal government may 
be the crucial impetus to help the disabled secure jobs. 
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C^ERS IN TECffllOLOGY 
CIPHER WOmCSHOP/CONFERENCEs PHASE III 

The Community Collage and Industry i A Symbiotic Relationship , 

Coraflunity College teclmlcal programs are intimately rnlated to the 
manpower needs of Industry, In order to keep abreast of the current 
trends in the business worlds colleges ^ through their business advisory 
committees, graduates on the job, and personal contact by faculty with 
industry develop a "sense" of what the job market is really like. As 
one professor of an electromechanical program Indicated, "We're constant- 
ly keeping an eye on what jobs are available and which Jobs are not 
available* Our programs have to be modified as the needs of industry 
change." 

Sometimes, program change to keep up^to-date with industry needs 
does not fare well. For example, in one college a technical program was 
primarily established by a very large corporation since the company 
anticipated the need for 70,000 technicians. The cost to the company was 
approximately one million dollars per school for equipment, training and 
development of faculty to organize the course. However, a combination 
of negative marketing factors and the business recession practically 
eliminated the corporation U need for new workers. In fact, that company 
did not hire a single technician from the college. Fortunately, the way 
in which the faculty had developed flexibility within the program pro- 
vided opportunities for their students to be hired by other corporations. 

Throughout the CIPHER workshops, the problem of modifying/changing 
college programs to meet industry needs was raised. In attempting to 
delineate the parameters of this problem, faculty and chairmen of 
technical programs were asked the following i 
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. "What are .the ©bstaclefl or hurdles you face with eollege adolnl- 
strators to change/modify couraea and to obtain new equipment?" 

. "What Is the time lag between the tine an advlaory conmlttee's 
reconmendatlons are mad* and the Implementation of new programs?" 

The responaes to the question concerning tooling up Indicated that a 
two-year lead time was needed since a series of sequential steps had to 
be followed; deciding what aqulpmant is required, filling out request 
forma, placing It in the budget, getting the budget approved and finally 
sending out and receiving the order. In addition, an overlapping proceas 
is involved In which the department, the division and the college 
administration Including the faculty council have to agree to requests 
for such items as: an increase or decrease in number of course hours, 
and additional classroom/laboratory space. Several years ago, virtually 
all requests having a reasonable rationale were being accepted. In 
today's economic crunch the possibilities for Introducing new programs 
are minimal. 

The Employment Process in Industry 

Every corporation has Its own unique style a^s/Lflrogram for satisfying 
Its employment needs. For example, one large corporation participating 
In the CIPHER program has a central employment office which performB a 
service function. It was established to make the organization as self- 
sufficient as possible In meeting its hiring needs in commercial and 
professional staffing. Hiring is done by location managers who send a 
list of their needs to the central office who in turn sends the managers 
applications that It has identified as being appropriate. Applications 
are forwarded to outlying locations only after the applicant has been 
interviewed. The final decision rests with the branch manager, each 
of whom gives specific paper and pencil and mechanical aptitude tests 
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which are related t© the requirements of the job. 

Mother CIPHEE part iGlpant repreientlng one of the biggest companies 
in the eopying field stated that hie corporation assesaea employment 
potential by initially giving a series of selection tests including a 
newly added section in electronics, (kim of the tests measures nimerlcal 
and verbal capacity and Is graded on a pass-fall dimension. The company 
feels that one needs to have a specific level of intellectyal capacity 
to learn the job. Other tests are used as predlctare of job effective-^ 
ness and job tenure* 'the company stated that it Is unprofitable to 
employ workers who do not stay for at least two years. The company feels 
that the test measures accurately the probability of both of these items. 
When a disabled Individual takes the testSi standard accomodations are 
made in giving assistance* 

Another aspect of this company's hiring process involves the giving 
of two interviews, the first being a "quickie" of fifteen minutes which 
emphasises the kind of impression made by the applicant. When the out- 
come of this test is positive a "focused" interview is then given, 

TTie personnel director of this company indicated that In normal 
operations he did not do any interviewing, but he extended the Invitation 
for college participants in CIPHER to send him disabled people so that 
he could be their sponsor and act as an advocate for them In the hiring 
process . 

In regard to hiring the disabled large corporations are in general 
attuned to Section 503 of the Affirmative Action Law related to the 
hiring of the handicapped, Af flraative Action implementation is often 
monitored at the corporate headquarters level not only In terms of nw 
hires but also In terras of internal promotion. Conraaitment by these 
companies in assisting the disabled to become occupationally productive 



reaehee beyond Its personnel practices • In recent years ^ several 
companies have provided colleges with equipment and technical expertise 
In developing campus programs for the handf capped. 
On-the-Job Training Cooperative Programs 

Since disabled students have had so few work eKperienceSj programs 
that provide the handicapped with opportunltlee to experience the world 
of work are essential In helping them develop a repertoire of job behaviors, 
One approach to this problem has been the Coop program which integrates 
learning activities in the classroom, with working eKperlences In the 
comnunlty. Emphasis is on applying academic and technical skills on the 
job with reinforcement made back at the college through debriefing seminars, 

An example of a coop progrM Is one that was developed by a CJJM 
conffliunlty college for their programs In business administration, accounting 
and data processlhg. Disabled students are given a first-level Intern- 
ship In one of these areas In order to give the student an overview 
of how a department within an organisation functions. In one college's 
on-the-job training program, the internship is for a 13 week period. 
Students are fed into the system continually. Some companies provide jobs 
on a rotating or back-to-back basis. A variation of this program Is one 
In which the student works from nine to one, five days a week. In both 
programs students earn entry-level wages. 

Regardless of the differences in organizational formats, the purposes 
of on-the-job training programs for disabled students are essentially the 
same. Their primary focus is on preparing students for entry Into the 
labor market, placing then in jobs ^related to their occupational aspira- 
tions, and developing positive attitudes toward the disabled, A model 
program in this area is the one developed almost a decade ago by the 
Institute of Rehabilitation Medicine In which severely disabled students 
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are provided with .work In uniheltered job sites . ' 

Many companl.i find the linkage with the college beneficial and cost 
effeetivai others see coop progrmns having limitations, A business rspre- 
sentative at the CIPHIR workshop indicated that althQugh ha liked tha 
concept personally J his compmy did not become involved for the following 
reasons i 

. Unabla to fill a budget line on a tamporary bails 
Part tima work Is non-exlstant 
Union objection to usa of non'-unlon labor 
Work would be taken away from dues^paying employees 
The company would have to accapt responsibility for accidents* 
Although colleges may find Instances of sporadic resistance to on- 
the--Job training programs for disabled students > a sufficient number of 
such programs have been successfully implementedp Willing to assist 
colleges In developing new or expanded coop type programs are such 
eotmnunity organizations as the Institute of Rehabilitation Medicine and 
the National Alliance of Businessmen, Their co^ltment and previous 
record of success In responding to the needs of the disabled should be 
capitalized upon by conmiunlty colleges. 
Advocacy Role of the Job Placement Officer 

One outcome of the latest business recession has been a tightening 
of the job market with many more graduates applying for a dwindling 
number of jobs. The Impact has been felt most profoundly by disabled 
students who have to compete with their able-^bodied peers. This reality 
is highlighted by a statement offered by a disabled student at a CIPHER 
session when she saidp "I have to be one of the best; 1 need top grades * 
make a very attractive appearance, and speak well. If 1 don't have these 
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assets, 1 can't get past the first door." One aspect of this assessment 
was reinforced by a college placement officer who told of several 
situations where a company visiting His campus wanted to limit Its Inter- 
views to only those who had A- averages or better. Since the company 
had a very limited number of openings, It did not wish to spend time with 
anyone who wasn't a "top flight" student. Other companies are more 
concerned with the "total" person and consider factors of personality, 
motivation, and extracurricular involvement as being of much importance 
in their aelection process. 

Regardless of the differing approaches used by industry in Job 
selection, college placement officers indicate that one of their 
primary functions is acting as the advocate, especially, for the disabled 
student. Unlike their counterparts in industry who screen out appli- 
cants, the college placement officer makes every effort to screen them in. 

Although the placement person Is concerned with satisfying the needs 
of industry in its search for workers, his/her primary allegiance is to 
the student. When the placement officer has reservations about a 
job seeker's qualifications, he/she needs to be aware of any bias. 
Some placement people indicate a proclivity for liking those who are 
articulate and are able to "sell" themselves since it makes the task of ' 
placement that much easier. It was stated that the job placement person 
needr to be objective in assessing the student in that most Individuals 
have some limitations. With the disabled it Is crucial that one 
accentuate the positive and minimize the negative. 
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The goal of evary placament person Is to ••broker" an effactive 
marriaga between the company and the student who is seeking a job. 
To be effective at this role requires the development of a sustained and 
trusting relationship between the college and employer representative. 
Honesty should be manifested by the placement person's presentation 
o£ objective data regarding the student. Being straightforward with 
the employer whether one knows him personally or not will,, in the long 
run, benefit the student. As one placement person said, "I may say to 
an employer, 'The applicant may come across a little strong, or bizarre, 
(If there is an organic or personality problem) but there are reasons 
for It. This is what you can expect.'" 

From a personnel director's view, specific Information is valuable 
since the Interview does not end with the recruitment manager. Oftentimes, 
he must send the applicant to the department supervisor for further 
interviewing. By having accurate objective data available, the company 
Interviewer can Initially screen in the applicant and thereby, enhance 
his chance of getting the job. 

A placement worker indicated that not only did he develop a thorough 
understanding of a company's employment needs and their views of hiring 
but also he made conscious efforts to know how upper-level managers 
'ere thinking. In essence, it was important for him not only to know 
as much about the job as the personnel director, but that he also know 
the thinking of those who would be making the final decision of hiring. 

Developing a trusting relationship between the college and employer 
has concomitant benefits, some of which affect future job placements in 
industry. Higher education Institutions., which have developed rapport 
with employersi have a competitive edge over other colleges who are also 
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trying to place their students. One personnel director Indicated that 
when his company reports back to a college on the performance level 
of its graduates p it is an implicit acknowledgment of the corporation's 
respect for the quality of Job placement. 
Liberal Arts and Developing Job placement Skills 

Hie manner in which colleges assume responsibility in "selling" a 
student to industry is one that concerns faculty, counselors, and job 
placement officers. I^air mutual interest in the future employment of 
students manifests itself in a variety of ways. The manner in which sti 
dents' attractivapass to an employer can be increased through the 
concarted efforts of college staff is exemplified by the following ex- 
amples Students in a technical progrMi at the collage were considered 
by business people as being intelligent and personabla but a consnon 
complaint was, "They don't know how to write. They can't do technical 
reports. What can you do to remedy the situation?" 

At a conference of faculty, counselors j and placement people it 
was suggested that contact be made with the collage's basic skills 
dapartment. Additional meetings with industry, college departments, 
and parsonnel staff resulted in the implementation of a non-cradit 
technical writing course which did not threaten anybody's domain. Its 
success was evidenced by the five sections offered each semester. 
Although students receive no credit, a statement is made on their 
transcript of their having completed the course. Students returning to 
the college have stated favorable reactions by employers to their having 
taken it. 
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Other effort's to Increase employ ability ekllls has been accomplished 
by integrating job eearching skills within the liberal arts* For example, 
in an English composition coursei time is devoted to resume writing, 
an activity that students enjoy since they feel that it will make a 
difference In getting a Job. In psychology courses, time la devoted 
to exploring concepts of motivation and values* In a speech course, which 
Is a required subject, the professor has students simulate job lnter= 
views as a means of accomplishing aims of the course* Some of these 
have been used accidentally or Incidentally In years past but with the 
increased commitment to assist students in obtaining employment , 
conmiunlty colleges are now Incorporating within the liberal arts curric-- 
ulum content and activities that specifically relate to job placement. 
Increasing Saployability 

When one considers the varying influences on disabled students as 
they proceed through their college career, the faculty loom as a 
crucial facet* It is they, in their dally contact with the students, who 
are most able to demonstrate their concern and support to a student's 
quest for employment. Many college students and especially those who 
are dleabled have difficulty in "selling" themselves. A CIPHER parti- 
cipant suggested that every student ought to read a book by Richard 
Irish entitled Go Hire Yourself an Employer » which emphasizes that 
an individual has to "look for an employer" In the same way that an 
employer looks for the person* To Increase: students ' capabilities of 
marketing themselves , one college has introduced a career planning 
course which is a requirement of the business department. 

In most colleges technical departments are unable and/br unwilling 
to mandate such a two-^four credit course since this would Increase - 
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overall curriculuin requirements for their majors and with the tight 
budget Bltuatlon It would mean dropping an essential technical course. 

In analyzing the role of the placement officer In the Job 
developfflent process, one sees the need for developing rapport and coopera- 
tlon between departmental faculty and the placement office. A placement 
person indicated that when he first approached the faculty of a tech- 
nical program at his college, they were loathe to talk to him. At 
that time, the department was doing its own placement since, over the 
years, it had developed cloae relationships with industry. At first, 
the chairperson of the technical program would not divulge any of his 
contacts until he felt certain that the placement officer was knowledge- 
able and competent. Over a period of time, as the placement officer 
exchanged Information concerning Job opportunities In several companies, 
the situation eased. Presently, the rapport between them is excellent 
as demonstrated by the chairperson's giving the Job placement officer 
job leads as soon as he learns about them. In addition, the department 
and the placement office have organized Job conferences each semester 
for students in the program. Attendance has been excellent In that the 
chairperson specifically states to his students, "I expect you to be 
there." 

Sensltizina the College Community to the Needs of the Disabled 

Since Job counseling the disabled cannot be performed solely by 
the placement officer, there is a need to develop other modes of Informal 
and formal counseling that sensitizes the various segments of the college 
community to the needs of the handicapped. Activities in this area 
have included having an awareness week or an awareness day during which 
time workshops, seminars, and entertainment-type activities are organized 
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around a main theme. Several of these activltles» when appropriate i 
are directed by the disabled themselves. Other approaches which are more 
aeadmioally oriented include inviting disabled students to participate 
in faculty departmental meetings, ^is provides the opportunity for 
' disabled students to inform the faculty first hand of their eKperiencee, 
needs I and problems. 

Additional support ' jr the disabled student is provided by the 
coordinator of special .ie^ices to handicapped students. The following 
illustration of this kind of assistance was given by a coordinator of 
the disabled. 

The visually impaired student entered an accounting class on the 
first day of class with his cassette recorder. For a blind person 
that is a prosthetic device. The initial reaction by the instruc- 
tor was the categorical statement, "l*m aor^, but I do not allow 
my classes to be taped," The student was at a loss but fortunately 
had the good sense to see the coordinator for the disabled. 
After one or two brief conferences the problem was resolved and 
the student was allowed to tape the lectures. For the teacher. It 
was a learning experience. As he said later on, 'I really didn't 
understand, ' 

Another example involved a student with cerebral palsy who had 
difficulty in moving her hands. With the assistance of the coordinator 
adaptive equipment was secured from OVR and the student was able to take 
a typing course. The instructor of the course was amazed by the 
student's proficiency. 

College Progrms that Respond to the Needs of the Disabled 

In responding to the varying needs of disabled students * community 
colleges have implemented programs whose specific purposes focus on 
ameliorating educational problems related to students' disabilities. 
For those whose needs can be met through a modification of classroom 
procedure, the necessary changes are made. The following is an example 
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of a college 'a reappnae to the needs of aeverely diaabled itudents who 
were unable to attend class on campus. 

With the assiatance of a state education department grant, the col- 
lege organized a program for some 40 homebound students who are majoring 
in either secretarial science or accounting. These subject areas were 
selected on the basis of their being adaptable to the capabiHtles of the 
diaabled. Students participate through apeclal telephone hookups con- 
necting their homes to the classrooms. Approximately 12 hookups can 
be made for each section of a course with the students being able to ask 
and answer questions. In addition, exams and special notes are trana- 
mltted through the mall. When Job placement seminars for the disabled are 
given, the homebound participate in the same manner as they do in the 
subject area classroom. 

Another progrm for the disabled Involves approximately 75 severely 
disabled, students on cmnpus, including those who are visually Impaired, 
neurologically Impaired, or wheelchair bound. Each student has a unique 
set of problems. Some are sufficiently ambulatory and can negotiate 
travel among buildings; others need a waiver of course requirements. 
All of these needs are dealt with on an individual basis. The students 
are mainstreamed, thus abiding the atlgma of having a class half full 
of disabled students. A supplementary aspect of the program Is the spe- 
cial voluntary workshops Involving resource people from governmental 
bureaus, private agencies, and Industry where students experience such 
activities as mock interviews and videotaping Job searching skills. 

When a problem arises as a result of an impairment, for example, 
if an individual reads lips and the instructor talks while facing In 
another direction so that the student cannot read his words, the stu- 
dent is asked if he/she Is comfortable enough to talk to the Instructor. 
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When the student Indicates a reticence in approaching the InBtruotor, 

the counaelor fer the disabled intervanes. 

A third progrm is a pre-college sinmer orientation progrOT for 
visually lopaired students. Participating in the eight week summer 
session are recent high school graduates who are occupationally 
oriented and who want to enter college. In addition, the program in- 
cludes adults who have become visually disabled in later life, and who 
need to change careers. The program emphasis is on orientation to 
college life and Introduction to college and comunlty support services 
and resources. 
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PROGRAM EVALUATTOW 

Introduetlon 

Evaluation of the "College and Induitryi Partnership In the Handi- 
capped Role" (CIPHIR) is concerned primarily with the following areas.- 
1) workshop participant (College and Industry) response to the program 
In general, and to the individual sessions In particular i 2) change In 
attitude and awareness In regard to work capabilities of the disabled 
conmunlty college studenti and 3) exploration and exchange of strate- 
gies that enhance industry support for hiring the handicapped. 

The Workshop aspect of the CIPHER Program was organized in three 
Phases each consisting of two workshop/conferences devoted to a dis- 
tinct career cluster. Thus. Phase I (two sessions) focused on r 
careers In banking and Insurancei Phase II (two sessions) emphasized 
health careers; and Phase III (two sessions) was directed towards 
careers in technologically oriented areas. 

In evaluating the workshops, a questionnaire was given to each 
community college staff participant at the end of Phase I and again after 
Phase II. In addition, at the conclusion of Phase III, an open-ended 
Instrufflent requesting an overall program evaluation was sent to each 
college representative regardless of the number of sessions attended. 
The overall evaluation requested that college participants use their 
own criteria to assess the general aims of the program in addition to 
criteria offered by the project staff. 

Business/Industry representatives were given their own questionnaire 
at Che end of each phase. All Instruments were mailed with self-addressed 
return envelopes ta insure anonymity (See Appendix A, page 87) . 
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PI^E II BANKING/ INSimANCl 

Reeponeeg df Cbllafte Partleiprnts 

To detea^ne the extent to which the bueinese coraaunlty participants 

representing backing/insurance companies were sensitized to specific 

needs of the disabled ^ the following question was asked i 

Question l i Onm of the aiins of the CIPHEE progr^ is to sensitive 
^. the business community to the work capabilities of the 

handicapped. Do you feel this purpose has been achieved? 
Be specific in describing aspects of the program that 
substantiate your answer* 

Of the eight responses to this question, six were categorized as positive 

and two as being negative. The open-ended positive responses focused 

on the following 2 

p Some companies are beginning to accelerate their Affirmative 
Action programs while others are beginning to establish hiring 
practices for the handicapped* CIPHER is able to support and/or 
capitalize on these initial starts; 

* Having disabled students participate in the program has a 
positive effect* It forces the partiGipants to deal with 
reality; 

. Business representatives gave several practical realistic 
appraisals of their hiring practices and problems. Thmy seem 
receptive to the suggestions offered by college staff and 
disabled students; 

t The face-to-face contact mong job placement officers » counselors 
for the handicapped I employer representatives p and disabled 
students heightened the awareness of the group to the job needs 
and potential of the handicapped; 

Through free and open discussion, it became more evident to the 
business people that the handicapped can function In their 
organizations; 

l^e opportunity to discuss openly successes and problems of 
hiring the disabled in and of Itself heightens awareness; 

• The first-hand examples of how disabled students function on 
campus alerted business people to the ways in which capabili- 
ties of the disabled can be used on the job. 
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The open-endad responiaa that w„e categorized as being negative focuaad 



^' !° ^^""^ * ^''^"y handicapped people 

participate, eapeclally those who have jobsj 

2. Some participants generallaad about handicapped people's 
capabilities. wF*e » 

Sumnary 

From the college participant vantage, a major aim of the program, 
sensitizing the business community, has been accomplished to some degree. 
Having a flrst=hand experience to Interact on a personal level and sharing 
Information, Ideas, and feelings provide a direct approach for 
• modifying attitudes. 

To assess the cognitive input by business participants that relates 
to job placement, the following question was asked: 

question 2 : in the sessions you attended, did business repre- 
sentatives give the kind of information you can use 
to assist a disabled student in securing employment? 
Please give example to Illustrate your response. 

Of the nine responses to this question, seven. were categorized as 

positive, and two as being negative. The open-ended positive responses 

are illustrated by the following examples i 

. Business representatives reaffirmed that employablllty was 

S."^ '° disabled Individual's level of ability 
and skill. The focus should not be on the disability j 

. The need for counselors to orient the disabled applicant to the 
general requirements for a specific Job; 

. Disabled employees have a better retention rate than do able- 
bodied employees. They do not leave employers as readily; 

. Personnel managers described In sufficient detail some of the 

methods used by Industry to up-grade efflployees on a CBreer-ladder • 

' offJS^^^^ on-the-job training programs that are currently being 
offered can serve as a model for community colleges. 
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The open-*ended respanees that were categorized as being negative 
focused oni 

• The need for providing aKMplea of how Jobs are broken doxm into 
aub-^tasks so one era more easily compare job requirements with 
physleal capaeities; 

For eome personnel representatives to be more concrete when 
describing requirements for specific jobs, 

Sunmary 

Most Importantly s employer representatives reaffirmed a coimitment 
to evaluate a disabled student's application on the merits of his 
abilities rather than his disabilities. The disabled are givan equal 
consideration in moving up within an organisation, Wien opportmiities 
for on-^the-job training are available, the chances of a disabled person's 
becoming permanently employed increase significantly. 

To examine the variety of approaches that would enhance job 

placement activities, the following question was askedi 

Question 3 : As a result of your infomal participation with business 

placement people, briefly describe two strategies you would 
like to use conceming job placement of the handicapped 
college student. 

Content analysis of the responses indicates a desire to use a wide variety 

of approaches in the categories of 1) training programs' for disabled stu- 

dentSp 2) outreach and coordination with business/industry, md 3) job 

development. Examples of strategies Include i 

, Developing mini^orientation courses for disabled students prior to 
their employment so as to reduce employer's costs j 

Developing self-assertive training programs | 

Arranging with business/industry ways to have one job shared by 
two disabled students; 

Having the counseling office become active in business and community 
oriented organizations such as local Oimibers of Cocmierce, 
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Natlonal Alliance of Businessmen, Rotary Club» etc.i 
Increasing first-hand visits to buainesa/lnduBtry | 
Xlarew^goS:'^"* ""^ employment programs In jobs related 



Responses were directly related to the Job function of collage personnel 
on campus. Ihose whose main role is job placement emphasized the need for 
Increased personal contact with bualness/lndustry. Through such meetings, 
arrangements satisfactory to the employee and college can be developed 

for the hiring of disabled students, ^i, . 

since the unique characteristics of 

the potential applicant could be discussed In depth. 

College personnel workers whose main function is In the area of career 
and academic counseling offer strategies that reflect their professional 
training In counseling ~ e.g., self-assertive workshops. An analysis 
of suggested strategies indicates a need for developing within the college 
cotinsellng program a model that emphasizes the placing of career develop- ' 
ment and job placement activities on a continuum. The model begins in 
the pre-admission phase and ends with follow-up assessment of the disabled 
on the job. 

Since the organisation and administration of student personnel ser- 
vices is directly related to job placement activities, the following ■ 
question was asked? 

^ - As an outcome of participating In CIPHER, what suggestions 
could you make to your administration regarding modifi- 
cation of your present placement services? 

Content analysis of the responses are categorized under the major headings 
of: 1) role of placement office vis-a-vis counselors, and 2) use of general 
counselors In Job placement. Examples of changes/modifications of placement 
services arei 67 
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• Having one counselor assigned to the Job placement of the disabled; 

. Having the coordinator's efforts shared and/or coordinatad with the 
Job plaaement office when there is a coordinator of special ser- 
vices for the disabladi 

. Giving highest priority in Job placement to the disabled; 

• In cooperation with community agencies whose major purpoQes are . 
in the area of the disabled, develop a model for thorough assess- 
ment of skills of all the disabled on campus. 

Sunmaary 

Thm six coMunity colleges represented In the CIPHER program deploy 
counselors and Job placement officers in distinctive administrative styles* 
miatever the organizational pattero» there is one coimon thread. All of 
the services offered by the colleges reflect their Individual philosophy 
of student personnel services* 

College vary in how they assign staff to perform personnel functions. 
It beconies apparent that where deployment of staff is ineffective, a 
reorganization to increase efficiency and satisfy priorities becomes a 
necessity. Seemingly, the suggestions offered in this section emanate 
from ideas generated in the workshops. They are directed at modifying 
^ current practices within institutions. For example, at a college where 
there is a random assignment of students to counselors , the suggestion was 
to assign a counselor to be the coordinator of special services for the 
disabled. At colleges which have such a coordinator, it was suggested 
that the coordinator -s role encompass aspects of job placement, either 
through direct intervention, or by coordinating efforts with the Job 
placement officer. 

The number of student personnel workers and the kinds of assignments 
are an indication of the level of priority given to the disabled on campuses. 
The current retrenchment of student personnel services at CUNY conmunity 
colleges indicates a low priority for all such services. Unless there is 
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a fitrong advocacy movment for the disabled , their situation^ In terms 
of job placemmti will be even more threatened* 

To detemlne the kind of change in perception by college participants 

of job counseling disabled students 5 the following question was asked s 

Question 7 i As a result of the CIPHER program , have there been any 
changes in your perception arid/or approaches to the job 
counseling of the disabled? Please be specific by giving 
illustrations . 

Of the eight responsas to the question all are categorized as being posltlv 

Examples of these open-ended responses aref 

Feelings of adequacy have Increased as a result of learning about 
the functioning of government and coBmunity agencies that service 
the handicapped Ce*g*| OVR| Institute of Rehabilitation Medicine^ 
Commission for the Visually Handicapped) . 

I have become more open with my feelings as a result of partlci-- 
patlng with disabled people In this program | 

• For the first time as a counselor ^ 1 have become keenly aware of 
the job placement problems of the disabled; 

• As a faculty member^ I delvis further into ways that I can assist 
the disabled in capitalizing on their abilities* 

Si^mary 

Interacting with disabled people for some of the college participants 
was a unique exparienca. Counselors who have never had contact with dls^ 
abled students often feel Inadequate, and they manifest anKlety about this 
Inadequacy by avoiding disabled students* For those whose level of anxiety 
is high, their behavior may become one manifested by avoidance* However, 
when the disablad individual intiates contact with the counselor and 
assists the counselor in overcoming feelings of discomfort, the counseling 
process can flow productively. 

With these realities in mind, the CIPHER program was organized in 
such a manner so as to Increase contact between disabled and non-disabled, 
imphaais was on creating mutual trust so that the two groups of partici- 
pants could develop poiltive attltudinal change and modify their 69 
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behaviors related to their dally contact with the dliabled. 

Responses to Question 7 Indicate that the informal discussion md the 
role-^playlng techniques used throughout the program has had a desired 
effect* Counsalors of the disabled seem to be more in tune with their 
feelings and are more aware of the problems confronting the disabled on 
campus » 

To examine the ways that college participants have modified their 
views of job opportunities for the disabled, the following question was 
asked I 

Question 9 i As an outgrowth of your participation in GIPHER, have 
you changed your attitudes toward job placement possi- 
bilities for disabled students In banking and/or 
insurance? Please give eKamples of change. 

Of the nine responses to this question ^ seven were categorized as being 

positive* Two of the responses were not classifiable on a positive^ 

negative continuiim. Examples of positive responses arei 

. More optimistic about banking as a result of learning about the 
industry's Affirmative Action prograTns; 

Increased awareness of the job possibilities for the disabled in 
a bank. My previous perceptions were limited to bank teller jobs, 

; Prior to the CIPHER-progrmn, I knew little If anything about the 
kinds of jobs in Insurance companies, I feel encouraged to explore 
with students possible job opportunities in the Insurance field, 

Sumnary 

With few exceptions* most of the college participants had little or 
no previous direct contact with personnel managers of banking or Insurance 
companies* Having the opportunity to listen to these business personnel 
in two workshop/conferences and having these people answer all of their 
questions provides a wider fund of job Information useful in career 
counseling of students. 
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One outcome was an understandlni of the variety of ways that differ- 
ent Initltutlons within the same Industry organize their personnel depart- 
nents. These variations relate to the erlcerla used in Job development 
and career advanc^ent. For eKample, one of the largest banking Insti- 
tutions In the country uses an internal career ladder modal for filling 
Jobs above entry level. Thus, a Job placement officer could inform a 
student that the opportunities for entry level Jobs were usually the only 
ones available • but that chances for advancement after being hired at an 
entry level Increased significantly, since employees were given first 
option to fill higher positions. 

Questions 5, 6, and 8 in the Phase I section of the evaluation were 
rated on a five point scale where one represents the most positive and five 
the least positive dimension. 

To determine the extent to which college participants were able to 
explain a college role to the banklni/insurance participants, the following 
question was askedi 

question 5i In listening to the interaction between college and business 
people, do you feel there is an understanding by business 
representatives of the roj.e of college Job placement 
personnel? 

The X score of the respondents (n-9) was 2.1 with racings clustered around . 
two. The results are taken to Indicate that college participants have 
highly positive feelings concerning business people's understanding of 
the role of Job placement personnel. 
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To determine ,the extent of Insight that participanta from banking 
and Insurrace have developed coneerning the functioning of job placraent 
people » the following qtiegtlon was asked s 

Question 6% Do you feel that business representatives now have an 
understanding of the problems/frustrations which con-- 
front college job placement peopls? 

The X score of the respondents (n*9) was 3,1 with ratings clustered 

around two and three. The results are taken to indicate that college 

participants felt there was a moderate Increase of understanding by bus!?* 

ness participants of the problems which confront job placement people at 

the colleges. 

To detsnnlne the extent of the commitment of colleges in assisting 

the handicapped to get Jobs, the following question was asked: 

Question 8i How do you assess the comltment of your college In 
helping the disabled beCQme employable? 

The X score of the respondents (n=8) was 2,1 with ratings clustered 

around two and three. The regults indicate that college participants 

view the efforts of their Institutions In helping the disabled become 

employable as highly positive. 
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PHASE Hi HEALTH CAREl^ 
RasponsM of Call^gs PArcieipmts ^ - 

To datermins thm extent to which the business comunity particlpante 
representing health related Industries were sensitised to the speelfic 
needs of the disabled, the following question was askedi 

Question 1; One of the alms of the CIPHER program Is to sensitive 
the business comunity to the work eapablllties of the 
handleapped. Do you feel this purpose has been achieved? 
Be specific in describing aspects of the workshop/ 
conferences that substantiate your answer. 

Of the nine responses to this question, seven were categoriied as being 
positive, one as being negative, and one as not classifiable on a positive- 
negative dimension* The open-ended positive responses focused on the 
following I 

* Business' representatives Indicated In a variety of ways their 
willingness to hire the dlaabledi 

* * Personnel managers were direct and to the point In responding to 

questions asked by disabled participants | 

. Having faculty members attend the workshops offered an added di- 
mension to the input of the counseling staff regarding capabili- 
ties of the disabled. Business representatives responded positively 
to their suggestions! 

* Handicapped students gave first-hand accounts of their frustration 
In obtaining part-time employment. Responses by business parti- 
cipants were supportive. 

The negative response focused on the lack of conmiunlcatlon between col- 

leges and hospitals, 

Suima^ 

Despite the severity of cutbacks In employinent by hospitals and other 
health related industries, the personnel managers representing these 
institutions indicate a strong desire to improve their hiring rate among 
the disabled population. As one individual expressed it, "during good times 
or bad times, the number of disabled that are hired hardly ever changes. 
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We need to make a 'congclouB effort to turn this around." 

Altheugh peraennel nanagera Indicata a commitment to hire the disabled, 
the Job seeker's neetlng with them is only the first step In the employ- 
ment process. Once the appllcait has been screened by the peraennel 
department, It la the department supervisor or office manager who makes 
the final decision. Consequently, there is need for upper level personnel 
to be Involved in a CIPHER type program where aensitiiatlon to the needs 
of the disabled can be further developed. 

To asseaa the cognitive input by business participants that relates 
to Job placement, the following question was askedi 

question 2; In the sessions you attended, did business representa- 
tives give the kind of information you can use to assist 
a disabled student in securing employment? Please 
give examples to illustrate your response. 

Of the nine reaponses to this question, eight were categorized as positive, 
and one as being negative. Thm open-ended positive responses are Illus- 
trated by the following examples! 

. Business people "told it like It is." They indicated that short- 
teiTO job market projections were very limited. This kind of 
honesty is helpful in counseling students; 

. Burgeoning technologies are, on the one hand, reducing drastically 
the needs for specific Jobs such as x-ray technicians. However, 
the use of new devices such as body scanners are creating different 
job openings although at a lesser rate; 

. The detailed analysis of the health care deliver system In the 
metropolitan area and how It relates to such factors as medicaid. 
Blue Cross, and the city's financial crisis gave a background to 
, the Job situation In health careers within hospitals i 

• A trustee of a local hospital explained how a non-governmental 

program provided on-the-job training for visually- and audltorlally- 
Impalred high school students. A program such as this could be 
modified for use on a conmumity college level. 

The one negative response focused on a lack of "hard" data related to 
specific job openings. 

o 74 
ERIC 



ERIC 



-66- 

Smmary 

The hiring situation currently la cataatrophlci one hoBpltal admlBis- 
trator Indicated that his Inetltutlon had not hired any people In over 
five months. There Is a job fraeae and when a position la vacaflt. 
It is not filled for at laait six to eight weeks and then It la filled 
only If It can be docunented as an energency. In the last decade, 50 
percent turnover was not unusual i however, with the increase In salaries 
f"? the business recession, people are not leaving as readi- 

ly. The poSBlbllltles for future employment of the handicapped seen 
to parallel the possibilities of employing any new people. Thus, 
the next two years appear to be ones of conaolidation. 

Hospital administrators gave ex^ples of how advaneeaent In tech- 
nology affects employment directly and college programs indirectly. 
For example, with the introduction of a "body scan" machine, which is 
fully automated and producea a computer print-out, there is iolng to 
be a reduced need for the use of x-rays and, accordingly,' the need for 
x-ray technicians will also diminish. 

One statistic offered by a personnel manager Indicated that approxi- 
mately one third, of jobs in hospitals are related to secretarial and 
clerical skills. This Information Is helpful to a Job placement officer 
who counsels students majoring In secretarial sciences. In some hospi- 
tals, one cannot find employment in the secretarial area imless one has 
a two-year degree as a trained medical secretary. 

To examiha the variety of approaches that would enhance Job place- 
ment activities, the following question was afked: 

Queation 3; As a result of your Informal participation with place- 
ment people, briefly describe strategies you would like 
to use concerning Job placement of the handicapped students. 
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Content analyili of the responeea in Fhaie II Indleateg s^ollEr responies 

to those In Fhmie I in that a varlsty of approaches are suggastad whlah 

may ba aubsumad under the headings of 1) training progrm for the disabled , 

2) Qutreaeh m4 coordination with business/indugtry > and job development # 

In addition to the ex^ples previously listed under Question '3 in Fhase I 

(see P&ges 57-58) ares 

» Increasing industry advisory conmittee input into college curriculiaa 
coimiittees; 

. Developing liaison activities among college Job Flacement office , 
hospitals, other health related industries , wd the Office of 
Vocational Rehabilitation in order to enhance on^ the'- job training 
programs* l^^ere appropriate, these progrMS can be Initially 
subsidized by OVR and/or the Conmdssion for the Visually Handi- 
capped; 

Refining job seeking skills of disabled students by modifying 
approaches commonly used in such activities as resume writing , 
filling out applications s Interviewing^ B*g*i Disabled applicants 
should be encouraged to omit reference to their disability In 
written communication i 

, Modifying the model of the Institute of Rehabilitation Medicine 
for summer employment of the disabled by Incorporating such a 
program into the work-^study program on cMUpusi 

At four-year senior college campuses which sponsor suimier recrea-- 
tlon programs for inner city youth (e.g.* National Collegiate 
Athletic Association Sports Program), have program directors 
budget a percentage of counselor positions for disabled students; 

Do a follow-up study of disabled graduates which investigates 
employer assessment of absentee records, safety records » and 
skill performance of disabled * 

Su^gyy 

Strategies emphasizing on-the-job training have much appeal In that 
agencies such as the New York State Coimnissloii for the Visually Handicapped 
and the Office of Vocational Rehabilitation will support, where appropriate, 
several months worth of on-the-job training at no cost to the Instlcution* 
It is one strategy through which industry can be sensitized to the needs 
and work capabilities of the disabled. 
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To avoid redundmcy of Job placMient efforts, there Is a need for 
a consortium conaiatlng of SUNY and CUNY coMunity college job placenent 
officers and coordinators of special aervices for the disabled. The 
consortium's activities could focus on developing a network for developing 
Job placement opportunities throughout the metropolitan area. Thusly, 
contacts with mdust^ made by Individual Institutions could be shared among 
all members of thn consortium. For example, a Job opening in a health 
related facility could be reported to the consortium's main office and, 
from there, disseminated to specific members of the network. 

On a personal level, there is need for increased person-to-person 
contact between college people and administrators, supervisors, and 
personnel directors of health related institutions. Personal contact pro- 
vides opportunities to discuss basic facts about Jobs such as salaries, 
benefits, and career advancement. Since- department heads or managers 
usually make the final hiring decision, the more direct the advocacy, 
the greater the chance for the potential applicants to get the Job. 

Since the organization and administration of student personnel 
services is, directly related to Job placement activities, the following 
question was asked i 

_ que8tion 4 .- As an outcome of participating in CIPHER, what suggestions 
could you make to your administration regarding modifi- 
cation of your present placement services to the handicapped? 

Content analysis of the responses in Phase II show similar and/or repeated 
responses to the same question asked in Phaae I. In addition to the exam- 
ples listed in Phase I (see pages 58-59) are the following i 

. Organize a network of several CUNY conmunlty colleges to share 
on a regular basis, the services of New York State Employment ' 
Counselor who is Bpecially trained to work with the disabled i 
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« At collagai which randomly assign students to a counselor or where 
students see counselors on a walfc-in basis p disabled students 
should be specifically assigned to a limited number of coimselors 
in order to reduca the nuBdser of contacts within the placement 
offlcei 

» Participation in a CTOY wide Job placement counselors association 
so that plac^ent strategies and information can be shared. 

^Slnce many of the college participants in Phase I also participated 
in Phase II » suggestions offered to college administrators ragarding the 
modification of placament services are assentially the same as those 
previously out lined* (See Sunmary, pages 58-59) With the advent of personnel 
retrenchment in student personnel services p adminlitrative changes that 
impinge on job placement services will have to be coat effective, 
"nie manner in which career counseling and placement services will be per- 
formed is most likely to be accomplished through an integration of these 
functions within academic departments* Instructors in health occupational 
areas as well as those in the liberal arts can provide ancillary assis-- 
tance to students by restructuring their curricula* For eMmple, in 
addition to the basic content dimension of the course > the instructor 
can provide time for activities related to job placement i job searching 
skills (resume and letter wrltlngt oral communication » and intervlawing) * 

To deteraine the change in perception by college participants of Job 

counseling disabled studentSi the following question was askeds 

Question 7 t a result of the CIPHER program, have there been any 
changes in your perception and/or approaches to the Job 
counseling of disabled students? 

All of the nine responses to this question are elasaified as being positive* 
These responses focused on the following 2 
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. Having been made aware of the currant near--£uture job market 
projeetlotts in health careerii there is a greater need to make 
students aware of these limit gd opportunities | 

• As a result of the emphasis that employment managers placed on 
oomunication skills, I am making a concerted effort to have 
students who are deficient in this area to enroll in specific 
speech md written English courses | 

• I find myself better versed in the legal rights of the handicapped. 
Our personnel office is becoming somewhat more aggressive in 
addressing eiQployers with regard to Job applicants who are 
disabled I 

• Ify feelings about advocacy for the disabled were expressed strongly 
at the workshops* Seemingly , my support for the disabled made an 
impact on one or two employmenit managers; 

As a disabled person ^ I feel that the message is getting across 
to businees, 1 am more optimistic now than I have been in a long 
time. 

Su^oary 

Job coimseling is ever changing as an indirect result of the various 
health professions modifying and/or upgrading their ideas of what their 
professions should be. Some nursing schoola are now planning a five year 
program for a BS degree and the intention seems to be for the phasing 
out of two and three year programs by 1980 » The Inhalation Therapy group 
has recently developed certification and licensure. Both of these examples 
have impact for the job placement office as well as for the health 
industry. Neither the colleges nor the industry has any control over 
these changes » 

There is a need for greater articulation among the coHeges, the 
health industry ^ and professional associations y At present » there are 
36|000 Riaglstered Nurses who are unemployed* Most of the jobs that 
hospitals need to fill are not medical ones* There are more jobs in data 
processing and clerical areas. From a hospital's point of need, 
the most difficult person to get la a qualified Becretaryt 
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Ta @3cwlne the ways that aollegs participants have tnadlfad views of 

Job opportunities, the following question was asksdl 

Quest Ion 9 ; M an outgrowth of your participation in GIPHERp have 

you chTOged ehanged your attitudes tward job plaeement 
possibilities for disabled student In health oareers? 
Please illustrate your response by eKuple* 

Of the nine responses , sta were categorized as Indieating change | three 

Indieated loinimal or no change* EKasiplee of open'^endad responses that 

showed ohanga Include i 

Notwithstanding the "tight" job market In health careers » I feel 
more strongly eonmltted to the possibilities that the disabled 
will be able to compete tnore equally with the non-disabled; 

• The near term Job projection in health careers given by some 
hospital administrators was dismal # I feel that there are fewer 
opportunities In this area regardless of whether the Individual is 
disabled or non-dlsabledi 

* Several personnel officers In hospitals eKpllcitly stated their 
need to respond more aggressively to the Job needs of the disabled. 
Dlsfegarding the current status of the job market , I feel that 
these business employment people mean what they say. I am optimise 
tic about the disabled students' receiving fairer treatment of 
their applications i 

I reallie that my attitudes regarding job placement of the disabled 
must be reality oriented to each occupational area. Joraerly, 
tty thinking was of a global nature with mphasls solely on the 
Individual* Now I see the need to relate the needs of the indi- 
vidual to the reality of the job market* 

SuTOary 

Attitudes of college personnel relating to job placement reflect the 
individual's perception of a specific college program and the quality 
of the "product" developed within that progrm* ^e potential for securing 
a job Is measured by the student's academic perfonnance and the need for 
specific kinds of skilled workers required by the business community. 
For example, where a college has been producing a generalist in the area of 
medical technical tralnlngi and the health industry requires sub-apecialtiesi 
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the collegai emi rabrgTOiie its generallst program in order to train 
^spieaiallsta in sueh areas as ^to-technology or blood transfusion tech* 
nology. 

The opportunity for collega placement officers, counselors ^ and 
faculty to receive a first-hand orientation of the job market in iiealth 
related industrlaa has a mixed affect* For some, the futura appears to 
be so dismal that their Inmedlate response is to advise potential majors 
in the area to rethink their choices. Others are more optimistic and 
feel that although the current job market is poor, the opportunities 
in the near future will improve considerably, especially with the passage 
of national health legislation which is being considered by tha Congrass, 

To identify tha reactions of tha college participants to the workshop/ 

conferences attended, tha following question was asked: 

Question 11 1 After having participated in the program on health 
careers, would you describe one personal reaction 
and/or perception of the workshop. 

Of the^ nina rasponses to this question, eight were categorized as being 

posltlva, and one was catagoriied as negative* Content analysis of the 

responses are catagoriied under two major headings i 1) cognitive-affective 

change, and 2) program process * Examples of positive reactions/percep-- 

tions In the cognitive--aff active domain arei 

. Most informative* 1 had a first-hand eKperience to have questions 
answared regarding a specific career area by knowledgeable pro-- 
f assionals. 

• I was most Impressed by the emphasis placed on job development and 
job placement factors rather than on dlsabiiity. Disability was 
brought into workshop discussions as needed but without undue stress; 

* Having disabled participants at the workshops was a force for 
developing sensitivity to the needs of the handicapped* One could 
not hide behind a facade; 
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. Since aeveral of the college people h*d little or no experience 
in working with the dl.alled, there were Bomenta of streis which 
indicated the "coning to grips" with realltyi 

. Aa a counBelor with a disability, I responded positively to the 
direction and overall willingness of the participants to deal 
with reality and feelings. Some preconceived notions that busi- 
ness representatives would be patroniilng were dlsspelled. 
People told It like It is and showed willingness to assist the 
disabled, 

Exaoples of positive reactions/perceptions under the heading of program 
process arei 

. "Eyeball to eyeball" dialogue can't be surpassed. The program 
needs to be continued for a greater length of time. This will 
lead to a more permanent working relationship |" 

. Sitting in a circle formation led to greater awarenass. Non- 
verbal behavior, especially those made during moments of heightened 
Interaction was apparent. 

The one negative coiment indicated a lack of Interaction between disabled 

and non-disabled participants during coffee and lunch breaks. 

Summary 

College participants acknowledged the expertlae brought to the work- 
shops by the representatives of the business conmunity. Although personnel 
managers represented a variety of health-related organliations, they 
were able to focus on the major theme of CIPHER. Seemingly, the honesty 
expressed in assessing their own Institution's conanltraent In hiring the 
disabled, encouraged the college people to react less defensively re- 
garding the colleges' response to the needs of the handicapped. 

In different ways, the participants reacted positively to the 
"eyeball-to-eyeball" program format with special value being given to 
having disabled students and workers participate actively in the sessions. 
Having participants who are diaabled prevents the Intrusion of patronizing 
approacheR and most Importantly, requires that participants adhere to 
examining all iterafl Hated on the highly structured agendas. 
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Suggestions were made that CIPHER be sustained on a more permanent 
basis. The rationale for continuing the program is based on 1) the desire 
to explore additional occupational areas, 2) to develop and incorporate 
two discrete but coordinated advisory councils (business/industry/labor 
and job placement officers and coordinators of programs for the disabled, 
^ and 3) to develop a consortium model of CUNY and SUNY two-year colleges. 
All of these activities emanate from the experience of the current program 
and provide for expanding the present program in its quest for responding 
to the employment needs of the disabled. 

Questions 5, 6, 8, and 10 of the Phase II section of the evaluation we 
rated on a five point scale where one represents the most positive and 
five the least positive dimension. 

To determine the extent to which college participants were able r.o 
explain a college role to the health industry participants, the following 
question was asked: 

Question 5; In listening to the interaction between college and 

business people, do you fe-l there is a broader under- 
standing by business reprr.>er;*:atives of the role of 
college job placement par-v .r.nel? 

The X score of the respondents (n=9) was 2.4 with ratings clustered 

around two and three. The results are taken to indicate that college 

participants have positive feelings regarding business people's under- 

scanding of the role of job placement personnel. 

To determine the extent of J.isjght that participants from health 
industries have developed concerning the functioning of job placement 
people, the following question was asked: 
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Question 6 ; Do you feel that buslnese representatives now have an 

understanding of the problefne/f rustrationa which confront 
college job placement people? 

The X score of the respondents (n»9) was 3*0 with ratings scattered 

throughout the scale. The results are taken to Indicate that college 

participants felt there was a moderate increase of understanding by health 

industry participants of the problems which confront Job placement 

people at the colleges. 

To determine the extent of commitment by colleges in asaisting the 

handicapped to get jobs, the following question was aakedi 

Question 8 ; How do you assess the commitment of your college in 
helping the disablart become employable? 

The X score of the respondents (n=9) was 2*2 with ratings clustered 

around one and two. The results indicate that college participants view 

the efforts of their Institutions in helping the disabled become employable 

as highly positive. 

To determine the extent to which college participants perceived the 

effectiveness of the CIPHER program in enlisting industry assistance to 

meet work needs of the disabled student » the following question was askedi 

Question 10 ; The CIPHER program focuses on career possibilities In 

different career clusters, e,g, , the first two sessions 

involved employment in banking and Insurancfif 

The second phase explored health careers* Do > ^ feel 

this kind of program is effective in developing industry 

support for hiring skilled comnunity college handicapped 

students? 

The X score of the respondents (n=9) was 2,2 with scores clustering around 
one and two. The results indicate that college participants view a CIPHER 
type program as being highly effective in developing industry support for 
community college handicapped students. 
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PHASES I, II, AND III 

Reaponaea of BuBl naaB/lnduatry Partlclp antB 

Participating on behalf of buainesB/lnduitry were 14 peraonnel officers 
each of whom attended either one or two seiBlons. Workshops were divided 
into three phases: 1) banking/insurance i 2) health careers; and 3) tech- 
nologies. Since all buBlneas representatives were given the same ques- 
tionnaire, the followlns data represent a composite of the responses from 
the nine questionnaires which were retumed. 

To identify and examine the input of college participants as perceived 
by industry participants, the following question was askedi 

Question 3 = In Che sessions you attended, did the college placement 
representatives /counselors give the kind of information 
you could use in assisting a disabled community college 
graduate secure employment in your institution? Please 
live an example to illustrate your response. 

Of the nine responses to this question, six were categorized as positive 

and two as being negative. One was not classified on a positive-negative 

dimension. The open-ended positive responses focused on the following i 

. Filling in gaps related to the kinds of mechanical equipment 

available which enable a disabled Individual to perform adequately; 

. Insights developed on how a disabled student's capabilities are 

assessed by colleges and institutions which focus on rehabilitation ; 

. Clarlficatluii and elaboration of the salient factors that enhance 
and/or limit a disabled person's employablllty • 

. Overview of the way some community colleges prepare disabled and/or 
~ non-disabled students for job searching. 

The responses that were categorized as being negative focused on: 

. Defenslveness of some college people in attempting to Justify 
seemingly Inadequate programs for the disabled on their campus; 

. Insufficient analyses and/or description of college curricula 
Need to indicate relationship between occupational programs and 
Jobs in industry. 
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Personnel managers responded positively to the approaches used by the 
collegBs in responding to the needs of the disabled on campus, 

Buaineas participants indicated tha aspects of college programs and 
support servicea for the disabled, e.g., the summer orientation programs 
for new entrants and a telecoimunicatlon program for the severely handi- 
capped, could be modified for use by Industry. In addition, college career 
workshops involving disabled and non-disabled might serve as a proto=^ 
type for the business community as it attempts to sensitize middle and 
upper level management , 

Personnel people emphasized the need for the college job placement 
office to Identify and counsel in depth all of the disabled students who 
are searching for jobs, since placement officers are viewed as being the 
disabled student's advocate* 

To determine the approaches used in assisting the disabled to get 
a job, the following was asked i 

Question 6 i As a result of your CIPHER participation with college 
placement people, handicapped students, and resource 
people involved with the training of the handicapped, 
would you briefly describe one or two strategies that 
might increase the employment opportunities of a 
handicapped conmunlty college student. 

Content analysis of the responses indicates a variety of strategies which 

are subsumed under the following headings: Developing community college^ 

industry relationships, counseling, skills assessment, and refining job 

searching techniques. Examples of strategies include* 
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The need fdr cOBmunlty college perionnel In cdunselingi Job 
placement and currleulum development to develop a aaquentlal and 
ayatematic model for direct contact with iridufltry personnel* 
This Includea a ''hands on'- experience of working part-time in 
business /indue try to make Job counseling more attuned to the 
realities of the world at work; 

. Since ther* are wide discrepancies between able-bodied and disabled 
students- part-time work eKperlences, any cooperative education 
program should give highest priority to the disabledi 

* Develop a shared work program whereby industry and college personnel 
exchange positions for a quarter of half-semester; 

* All disabled students should have a career analysis including a 
detailed profile of capabilities and interests; 

To avoid Improper Job placement which reinforces stereotypical 
attitudes that the disabled cannot cope with the world of work, 
Job placement personnel at the colleges need to coordinate place- 
ment activities with counselors for the disabled. This would 
ensure that disabled students have the appropriate skills required 
for the position; 

. Develop an interview skills training program that emphaslEes 
techniques which reduce the *'hlrlng" person's anxiety; 

If the disabled student has had prior work exparience, be sure 
that a description of his/her experience and performance level 
Is given in advance of the employment interview. 

Summary 

Strategies that Increase the emplo3rment potential of the disabled 
student are related to Industries' previous experiences of hiring handl= 
capped individuals who are successful on the Job, College fob placement 
people may be viewed as "brokers," attempting to sell a college developed 
"product" to a variety of potential "buyers," Once a track record Is 
established whereby the business Institution recognizes that a college 
produces a quality product, imbsequent sales are transacted more easily., 
A sense of trust between the job placement office and the personnel manager 
is developed. 
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Throughout the workshop seagions, pergonnel managars reiterated the 
need for the placement officer to know in detail the itrengths and capa- 
bilities of each student that he sends out on a job interview^ since the 
result of an inappropriate job placement implants the notion that the 
handicapped can not cope in the world of work. 



To determine the impact of the program on business participants the 
following question was asked l 

Question 9 i After having participated in the CIPHER program ^ would 
you describe one personal reaction and/or perception of 
the workshops attended. 

All of the eight responses to this question were categorized as being 

positive. Content analysis of the responses are classified under two 

major headings i 1) cognltlve-=af f ectlve learoing; and 2) progrmn process. 

Examples of responses are* 

• The realities of the different kinds of preparation required to 
compete in the labor market was effectively demonstrated; 

• By having a variety of organizations representing a career cluster 
provided a needed overview of how the business coiranunity attempts 
to satisfy its labor needs; 

The program format encouraged a free and open exchange of Ideas. 
Virtually all of the participants were highly Involved, The 
honesty of the workshop people was unusual* They dldn^t "pull 
punches . 

The direct personal contact between the college and business repre- 
sentatives is extremely important* 4s a direct outcome of the 
program^ disabled students will profit^ Ctg.j one organization 
hired several disabled students as result of a contact made during 
the CIPHER program; 

Although I was knowledgeable about the career problems of the 
di-sabled, the two sessions I attended raised my awareness to 
higher levels* 

, There is a need for college placement people to develop a realistic 
appraisal of the up--to-date needs of business with special emphasis 
on developing programs where there are shortages of skilled manpower. 
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Summary 

The majority of businass participants have had much more experience in 
their roles as personnel managers when compared with college participants 
who are currently placement officers or career counselors. However, the 
CIPHER program la one of the few opportunities in which both groups have 
been able, on a sustained basis, to eKsniine In depth the employment needs 
of two-year college students who are disabled. 

By the nature of the program design, college participants were invited 
to attend all sessions which were appropriate to their needs. Thus, 
for Phase 11 faculty members of health related college programs ware in- 
vited in addition to the regular Job placement officers and counselors 
for the disabled. In some instances, the dean of student personnel 
services also attended. However, program design necessitated that for 
each phase (two sessions) that focused on a specific job cluster, only 
business representatives from that specific area be Invited. ThiB insured 
an in-depth examination of the employment situation in a specific industry 
by a broad spectrum of personnel managers within a specific industry, 
e.g., banking, insurance, hospitals. 

Although the colle participant population remained somewhat constant 
throughout the program there was a change of business participants for each 
phase. Consequently, It was incumbent upon the college people at the 
beginning of a phase to orient the business participants on the various 
academic programs and support services of each campus. The orientation 
emphasized how activities at each college were organized in terms of 
responding to the eraploynenc needs of the- disabled. 
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Thoae Industry participants who were attuned to group process and 
senBltizatlon-type activltlea Indicated posaltive feelings about their 
involvement and, most importantly, what it has done for them in raising 
levela of awareness vls-a-vls the handicapped. One or two business 
participants felt a greater need to give information. They felt that 
their main contribution was in telling the colleges what the real world 
of work was really like. One Individual said, "get out from under your 
Intellectual mortar board and gat into the business community and sea 
vmat the real facts are. You must accept the reality as it is and work 
within it. Don't try to change it." One aspect of this point of view 
was shared by all, namely the need for college people to make first- 
hand and personal contact with the business comnunity. 

Questions 1, 2, 4, 5, and 8 were rated on a five point scale where one 
represents the most positive and five the least positive dimension. All 
business/industry participants responded to the same questions; the 
following data represent a composite of the nine responses from the 14 
questionnaires that were distributed (five questionnaires were not 
returned) . 



To determine the extent chat a major aim of the program, to develop 

awareness of handicapped students' abilities was accomplished, the 

following question was asked: 

question 1: One of. the purposes of the CIPHER program Is to make 
the business community more aware of the work capa- 
bilities of the handicapped. Do you feel this purpose 
is being accomplished? 
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The X score of the respondentB (n-9) was 2.X with ratings clustered 
around two. Tha resultB Indicate that business participants fael that 
they have bean mada aware of the work capabilities of the handlcapBed 
to a large extant. 

To detarmlne the extant of attitudinal change concerning employment 
of the handicapped, the following question was posed s 

Question 2; Have there bean any changes in your own attitude 
regarding the employment possibilities of the 
handicapped In the industry /buainesa which you represent? 

Tha X score of the respondents Cn=9) was 3.2 with ratings clustered around 
three. The rasults are taken to indicate that there was a somewhat less 
than moderate attitudinal changft by business/industry participants re- 
garding job possibilities of the handicapped. 

To assess the aKtent to which business participants perceived growth 

in understanding by college personnel, the following queatlon was posed: 

Question 4: In listening to the interaction between college and 
business people at the CIPHER meetlngi do you feel 
there is a broader understanding by the participating 
collega personnel of the role played by personnel 
officers in industry? 

The X score of the respondents (n^9) was 3.0 with ratings clustered around 

two and three. These results tend to indicate that business participants 

felt that college people moderately increased their understanding of the 

role of personnel managers in industry. 
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To detarmlne the eKtent to which byslness participants perceived 
college people* 8 undergtandlng of their problems, the following question 
was posed: 

Question 5; Do you feel that college placement people now have a 
better understanding of the problems/frustrations 
which confront busineai/industiy people? 

The X score of the respondenta (ns9) was 2.8 with ratings clustered around 
two and three. The results are taken to Indicate that business partici- 
pants perceived that college people moderately increased their under- 
standing of the problems that confront personnel managers in industry* 

To determine the eKtent to which business participants viewed the 

effectiveness of the CIPHER program in enlisting Industry support for 

hiring the handicapped student, the following question was asked: 

Question 8 ; The CIPHER program focuses on career possibilities 

in different career clusters* Do you feel that this 
kind of program is effective in developing industry 
support for hiring skilled community college handicapped 
students? 

(This question was not Included in the Phase I survey) 
Ihe X score ^ of the respondents (n^6) was 2,1 with scores clustering 
around two* The results tend to indicate that Industry participants per^ 
ceive the CIPHER program as being highly effective in developing 
business coranunlty support for community college handicapped students. 
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COLLEGE PARTICIPANTS' OVERALL ASSESSMENT 
OF THE CIPHER PROGRAM 
To detar^ine tha a.tant to whleh the CIPHER prog^a^ aceompllahad It. 
alms and to identify .trangths and «eo„™endatians that would ba halpful 
m davaloping futura college-industry program, for th. dlsablad the 
following requa«t for an overall evaluation was aant to all college 
participants i 

^alllVcf IZl"^^"/ "T^'' ""'^ experienced and shared a 

for the o«™l /Lr °"°a"t„dTr'?Jh"' '"t '/"-elop^ent 

Honefniw ^ col.ege student with a physical disability 

a^js^ s"„: iriii z^i^t^^i^ - ■ 

business coranunlty awari ^ Program— e.g. , making the 

understanding fitter t^e rol.= '^'^ '^^""^^ °" ^«"P"s. 

that responds to t^a valua of 01^1^ " '° T evaluation 
proEram vaUrf? mj CIPHER— e.g.. Were the alms of the 

Werf fL . """P' »"ch, too little? 

sense to vfu"1.'' °J that iLas 

.sense to you; the aforemantloned are onlv ex^mnl^a^ tj -^^^^ 

Summary of Program Stre ngths 

ThB direct contact among industry and college personnel was invalu= 
able. This feature Is a singular and major outcome of attending any 
session. There Is no satisfactory substitute for the candid and direct 
statement from the "hiring community" and those who establish and assess 
employroent criteria. 

The business representatives and other participants ware impressive. 
Th^y know their fields and articulate their positions well. Most 
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impreiilve was thmit openness. More Importantly , perhaps, was their 
approach in dealing with realities and recognising the problems which 
exist on their side as well as the colleges' side. 

It was helpful to speak with other college participants. Sharing 
concerns I discussing approaches to meet problems, and expressing 
frustrations to sympathetic ears was very encouraging* Having disabled 
students as^ participants produced a fund of new information. More 
importantly* it was emotionally encouraging* The atmosphere of the 
Workshop/Conferences was optimistic and supported the sharing of ideas. 
This could be attributed to the staff of IRDOE, who were skillful in 
creating a relaxed atmosphere and directing activities toward solving 
conmon problems. 
Re commen da 1 1 on s 

A problem area that needs to be iixamlned more thoroughly is the question 
does the Job development and placement. These activities require 
skills that are different from those used In counseling; yet it is the 
counselor who is assigned to these employment-related tasks* 

A change of mphasls is needed In regard to types of disability used 
for discussion* Seemlnglyp the "wheelchair bound" were given greater 
attentlont Although the visually handicapped were included, other 
disabilities should be given serious attention and their problems 
highlighted* 

session at the Institute of Rehabilitation Medicine > whca-e there 
was an opportunity to tour the facilities and speak to professional personnel 
and patients, should serve as a model* This format allows for Informal 
contact among a wide variety of "experts" and provides In one setting 
opportunities for increasing levels of awareness concerning the disabled* 
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Although the agendas for each workshop ware logically and sequentially 
ordered g thera were times when a session eeemed to be "over progranmed/* 
thus inhibiting a more Lhorough exploration of some toplGe. 
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APPENDIX A I 

QUESTIONNAIRES 
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CASE Institute for Reaearch and Developnient In Occupational Education 

City Univaraity of New York 



CIPHER 

COLLEG E AND INDUjTRYi PARTNERS IN THE HAI^DI CAPPED E>ff LOYMQ^T, ROLE 



To assist the Institute in evaluating some parts of the CIPHER program that relate 
to the community college participants, we would like your anon^ous responses to 
the following ^ 

Please checks • Do you work in the Job placement office? ^Yes No 

Do you counsel disabled students? Y es _No 

Number of years working with the disabled 

How many sessions have you attended in the CIPHER progrmn? 

1, One of the aims of the -CIPHER program is to sensitive the business community 
to the work capabilities of the handicapped # Do you feel this purpose has been 
achieved? 

Somewhac No 



If somewhat, try to be specific in describing aspects of the program that substan^ 
tiate your answer* 



2, in the sessions you attended, did business representative give the kind of 
Information you can use to assist a disabled student in securing employment? 

Some None 



If some, give an example to illustrate your racing. 



97 



-2- 



3, As a result of your Infomal participation with business placement people^ 
briefly describe two strategies you would like to use conGernlng job placernent 
of the handicapped college student* 



4. As an outcome of partleip#i.ting In CIPHER^ what suggestions could you make to 
your administration regardirig modification of your present placement services* 



S, In listening to the interaction between college and business people^ do you 

feel there Is a broader understanding by business representatives of the role of colleg€ 

job placement personnel? (Please circle one*) 

Large iKtent Minimai 

1 2 3 4 5 



6. Do you feel that business representatives now have an understanding of the 
problems/frustrations which confront college job placement people? 

Large Extent Minimal 

1 2 3 4 5 
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7* As a result of the CIPHER pfogram^ have there been any changes In your per- 
ceptions and/or apprQaches to the job counseling of disabled students? 

Some ■ No 



Please explain in terms of what occurred in the CIPHER seminars, 



8, How do you assess the eommitment of your ^ollege in helping the disabled become 
employable? 

Considerable Extent Hardly Any 

1 2 3 4 5 



9* As an outgrowth of your participation in CIPHER have you changed your attitudes 
toward job placement possibilities for disabled studants in health careers? 

S ome No 



Please explain 



10, The CIPHER program focuses on career possiblities in different career clusters, 
e*g, , the first two sessions involved employment in banking and insurance. The 
second phase explored health careers. Do you feel this kind of program is effective 
in developing industry support for hiring skilled community college handicapped 
students? 

Large Extent Minimal 
1 2 3 4 5 

11. After having participated in the program on health careers, would you describe 
one personal reaction and/or perception of the workshopi 
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CASE Institute for Research and DaveloptnenC in OcGupatlonal Education 

City University of New York 



CIPHER 

COLLEGE AND INDUSTRY; PARTNERS IN THE _ HANDICAPPED EfffLOYMENT ROLE 



To assist tha Institute in evaluating sonie parts of the CIPHER program that relate 
to business/industry participants ^ wa would like your anonymous response to the 
following I 

Please check: Ca) Ts peisonnel (job placement) one of your 

major responsibilities? Yes ____ No 

Cb) Number of years working as a personnel 
officer* 



Cc) How many sessions have you attended in the 
CIPHER program? 



1* One of tha purposes of the CIPHER program is to make the business community more 

aware of the work capabilities of the handicapped* Do you feel \:his purpose is being 
accomplished? 

Large extent Minimally 

1 2 3 4 5 

If your response was more than minimally^ try to be specific in describing aspects 

of the sessionCs) you attended that clarify your answer. 



2* Have there been any changes in your own attitude //egarding the employment possi- 
bilities of the handicapped in the Industry/business which you represent? 

Considerable extent Hardly any 

1 2 3 4 5 

Please explaini 
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3. In tha sasslorLS you attandad, did the conUTmriity college placenient rapresentatives/ 
couaselors glya the kirid of info rmat ion you could use in assisting a disabled com- 
munity collage graduate secure employTnant in your institution? 

Some N one 

If soniej please give an example to illustrate your rating. 



4, In listening to the interaction between college and business people at the CIPHER 
meeting, do you feel there is a broader understanding by the participating college 
personnel of the role played by personnel officers in industry? 

Large extent Minimally 
1 2 3 4 5 



5, Do you feel th?t collage placement people now have a better understanding of the 

problems/frustrations which confront business/industry personnel people? 

Large extent Minimally 
12 3 4 5 



6, As a result of your CIPHER participation with college placement people ^ handicapped 
students, and resource people involved with the training of the handicapped^ would 
you briefly describe one or two strategies that might increase the employment oppor^ 
tunities of a handicapped community college student. 
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7* As an outGoma of ■participating in the CIPHER progrsm, what suggestione 
might be offered to a) upper^echelon executives » and b) department managers re- 
garding modification of placement policies and/or on--the-job training servlcee 
that could increase the employment opportunities of the handicapped? 

a) executives t 



b) department managers : 



8» The CIPHER ProgrMQ focuses on career possibilities in dlfferant career 
clusters t Do you feel that this kind of program Is effective in developing 
Industry support for hiring skilled comnunity college handicapped students? 

Large extent Minimally 
1 2 3 4 5 



9, After having participated In the prograni on health careers ^ would you 
describe one personal reaction and/or perception of the workshops. 
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The Graduata School and University Center 

of the City Univefsity of New York 

Center for Advanced Study in iducation 

Institute for Researeh and Developmeni in Occupational iducation 
1411 Broadway, New York, N,Y. 10018 



COLLEGE AND INDUSTRY: PARTNERS IN THE HANDICAPPED Ef^PLOYMENT ROLE 
[ CIPHER W0RK5H0P/C0NFERENCE I ] 



AGENDA FOR NOVEMBER 26, 1975 



9:00-9:30 Gathering, Coffee 

9:30-9:45 Introductions: Dr, Lee Cohen 

IRDOE; CIPHERj Past Programming^ Future Directions 

9:45-10:00 Introduction of Business Representatives 

Business Panel: How do you view your role as personnel 
director? When Interviewing^ what general personal traits 
do you look for? 

10:00-10:30 Exploration: Interview 

1. Couhselor-Student Dyad: preparing the student for a job 
Interview 

2. (a) Business Panel Reaction: add, delete, or modify 

job interview preparation 
(b) General Coninents 

10:30-11:00 Business Panelists: 

1, Description of careers In your Industry that, in your 
perception, require at least two year post-secondary 
training for optimum success. Note specifically those 
Jobs unique to your industry. 

2. Open Session: Questions 

11:00-11:30 Counselor=Student Dyad 

1. Educational planning session based upon information 
delivered by the business panelists* Explore an employ- 
ment goal. 

2. Business Panel Reaction: add, delete, modify planning 
session based upon business needs--1.e. areas to stress; 
things to know but essential ly unimportant to the job*, 
subtleties specific to a particular Industry* 

3. General Comments 
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11:30-12:00 College Placement Officers' Panel 

1, How do you view your role as a college placement 
officer? What procedures do you use to prepare 
yourself for counseling a specific student? 

2, Open Session: What suggestions would you offer to 
further the goals of the college placement service? 

12:00-12:30 Student Panel 

1. How do you view you-r current educational experience as 

it responds to the'buslness world as you hear'it described? 

2. In general, how do you view the world of work as it 
relates to your specific disability? 

12:30 LUNCH: Open D1scussion--The World of Work and the Disabled 
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The Graduate School and University Center 

of the City University of New York 

Cenler for Advanoed Study in f ducation 

Institut© for ReseerGh and Development in Occupational Education 
1411 Broadway, New York. N,Y 10018 

COLLEGE Am INDUSTRY i PARTNERS IN TIE HAMDICAPPED EMPID^NT miM 
[CIPHER TORKSmp /CONFERENCE II ] 
AGENDA FOR DECEMBER 17^ 1975 

9- ,00-9: 30 a,m* Gathering^ Coffee 

9^30-9i45 Review and Reaction to First Conference 

9:45-10^45 SKILL COMPETENCIES 

Business/Industry- Panel analyses of on^the^job skill compatenclea , 
o Within your organl^atior^ select three to five job categories 
that usually require post secondary school training and for 
each of these^ analyze the specific skill competencies needed, 
#'For which kinds of Jobs does your organization provide special 
training to upgrade skill competencies? What are the techniques 
. , used to asseas levels of competence? 

m Who determines the level of competence required? Under what 
circumstances are these ever modified? 

College Personnels Analyses of course offerings related to on-the- 
job competency requirements, 

9 Using the competencies described by Industry people^ describe 
specific courses in your own institution which are aimed at 
developing those skills* 
m How does the college curriculum keep "au couranf In developing 

the skill competencies needed by industry? 
9 Are there ways that skill training performed by business can be 
accomplished on campus? i.e*^ orientation for new employees, 

10- 45-11-. 30 Tffi JOB DEVELOPMENT I WTO? WHAT? WHEN? TOW? 

m Who are the disabled students on campus? differences between 

disabled and severely disabled, 
m The general counselor/placanent counselor's function in assisting 

the disabled students to reach their career goali, 

THE ROLE OF roLlEGE PLACEMENT PERSOMELt receptive^ neutral^ advocacy 

# Role«-play-- job development Interviews between college and business 
people m 

m Reactions^ students^ business^ college personnel. 
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PHYSICAL COMPETENCIES 

• Taking into account some general characteriatica of the disabled 
student^ what are the physical cumpetencies that might be related 
to performance^ in the Job categories we have been discussing? 

(a) How can modification resolve the problem? 

(b) What is the process for making specific modificationa? 

(c) How does OVR respond to the problem? 

THE DISABLED STUDENT VIEWS THE WORLD OF TORK 

m What kinds of assistance do you feel you need in order to get 



# How is the college conmunity meeting your general/specific 
career needs? 

0 If you were a counselor/placCTient officer^ how would you assist 
the disabled student? 

SUHMARY 

• Suggeations for future meetings* 

9 Suggestions for the formation of a Business and industry 

Advisory Council for the Disabled, 

9 Suggestions for the formation of a College Placement Advisory 

Council for the Disabled. 
m Lunch 
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The Graduate School and University Center 

of the City University of New York - 

Center for Advance Study in iducation 

Institute for Research and Development in Occupaiionai Education 
1411 Broadway. New York, N.Y, 10018 

COLLEGE AND INDUSTRY; PARTNERS IN THE HMDICAPPED EOTLOYMENT ROLE 
I CIPHER WORKSHOP /CONFERENCE III] 
AGENDA FOR FEBRUMIY 18, 1976 

9l00-9:25 a.m. Gathering, Coffee 

9:25^-9:30 a.m* Introduction - Dr, Lee Cohen 

imOE - CIPHER 

9: 30-10 1 00 a.m. INTRODUCTION OF HEALTH OCCUPATION REP^SENTATIVES' 

"EOTLOYER PANEL I Job Market in Health Careers — An Overview 
"Questions 

10 1 00-10 1 30 a.m. ^ ElffLOYER PMEL 

1) The role of the personnel mraagor or dlreator In a health service 
faeillty. 

2) The key traits looked for when hiring for work In a health oceupation- 

10 1 30-^10 1 50 a.m. EOTLOYER PANEL 

^-Queatloni la It true what they say about ...In the health occupation 
field? 

10 150-11 lOO a.m. THER^EUTIC STRETCH 

Ili00-lll30 a.m, GOMmJNITY COLLEGE PANEL 

1) Overview of health occupational programs. 

2) Programs most attractive to disabled students — Myth and Reality. 

Ils30-12:00 p.m. COUNSELOR-STUDENT DY^ 

1) Educational Survey ""isslon based upon infomatlon input from 
previous panelists. 

2) Job interview planning session based upon expressed and derived 
attitudes gleaned from panelist introductory statements. 

12:00-12i30 p.m. SUMMARY 

"Suggested themes for the next session (March 17, 1976). 

—Suggestions for the formation of a Business and Industry Advisory Council 
for the Disabled, 

"Suggeatlons for the formation of a College Placement Advisory Council 
for the Disabled, 

llOO p,m, LUNCH 
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The GraBuate School and University Centef 

of the City University of New York 



Center for Advanced Study in Education 

Insiitute for Research and Development in Occupatjonal Education 
141 1 Broadvyay, Now York. N.Y. 10018 



COLLEGE AND INDUSTRY! PAHTNERS IN THE HANDICAPPED ©IPLOYlffiNT ROLE 
I CIPHER WORKSHOP/ CONFERENCE IV] 
AGEOTA FOR mROE 17, 1976 



'9:00=9 1 30 
9 1 30-9:45 
9 145-10 i30 



a .15 . 



Gathering, Coffea 

REACTION TO PREVIOUS SEMINAR 

FUTURING IN HEALTH OCCUPATIONS-- 
" qUESTlONa FOR INDUSTRY i 



. What do wa see as the general and/or specific changae In tachnology 
that will be affecting health occupations? 

• What kinds of competencies will be required to accompany these changes? 
~ QUESTION FOK THE . COMMUNITY COLLEGE i 
. How should the colleges incorporate these changes in their training programs 

D1SABLE,D IN ACTION - LEARNING AND WORKING - 
Institute of Rehabilitation Medicine 

SIMULATION OF AN ASPECT OF THE JOB DEVELOPbffiNT PROCESS 
" Participants I two college employment people and two industry people 
" Situation: 

A college placement office team wants to place two disabled students 
in health career jobs. The students will be graduating within a year. 
The task is to meet industry personnel representatives for the purpose 
of laying the ground work, 
~ Reaction: Students ^ industry, collage parsonnel. 

i ■ ' . '' 

2.-00-12s30 p. in. CASE WORK PRACTICUM: A DIMENSION OF THE COLLEGE PLACEMENT OFFICE 

• A review of steps that collage placement office performs in preparing I 
the disabled for job placement 



10:30-11:15 a.m, 



Llil5^12:00 a.m. 



Ei30— 



p .m, 



* Student Reaction 
SUmARY AND LUNCH 
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' 9:00-9:25 
9:25-9:30 



9:30-10:30 a.m. 



10:30-11:00 a.m. 



The Graduate SDhool and University Center 

of the City University of New York 

Center for AdvanGed Study in f ducition 

Institute for Research and Development in Occupational Educaiion 
141 1 Broadway. New York, N Y 10018 

COLLEGE AND INDUSTRY: PARTNERS IN THE HANDICAPPED EMPLOYMENT ROLE: 
[CIPHER WORKSHOP/CONFERENCE V] 
AGENDA FOR APRIL IT, 1976 

Gathering p Coffee 

INTRODUCTION OF BUSINESS AND COLLEGE REPRESENTATIVES 
BUSINESS/INDUSTRY PANEL 

• What is the current status of the job market 1n technological areas 
vis a vis other areas? 

. In what ways is your business changing? 

• What are the implications of current and proposed changes in the 
employment posslbllltes for the two-year cormunity college graduate? 

COMMUNITY COLLEGE PANEL 

• How does the community college respond to the changing job market 
in assisting the coimiunity college student prepare for a job in 
the technologies? 

. What is the role of job placement personnel in advising disabled 
students for jobs in technical fields? 

BUSINESS/INDUSTRY PANEL 

. How does your organization assess the employment potential of 

prospective employees? 
. What recormendations would you offer college personnel in preparing 
the job applicant for a position in your organization? 
Some conmunity colleges offer general is t type programs in preparation 
for work in the technologies How does your business respond to 
Is kind of training? 



11:00-11:30 a.m. 



11:30-12:30 a.m. 
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COMMUNITY COLLEGE PANEL 

Job Development Exploration Situation: Community college coordinator 
for the handicapped and/or job placement director meets with 
employment manager of a technically oriented business for the purpose 
of discovering job potential for disabled students. 
, Reaction: Industrys Students* College personnel, 
, What kinds of assistance do college placement people need from 
employment managers. 

BUSINESS/ INDUSTRY PANEL 

• How does your industry perceive the employment of a disabled college 
graduate? 

. Are certain kinds of jobs more appropriate for the disabled7"e.g. 

bench technicianSs inspectorSj test technicians. 
, What kinds of adaptations have been developed to accomodate a disabled 

employee? 

. The role of the disabled female in the technologies. 



LUNCH 
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The Graduate Sohool and University Center 

of the City University of New York 



Center for AdvanGed Study in Education 

Institute for Research and Development in Occupational Education 

1411 Sroadway, New York, N.Y. 10018 



COLLEGE AND INDUSTRY: PARTNERS IN THE HANDICAPPED EMPLOYMENT ROLE 
[CIPHER WORKSHOP/CONFERENCE VI] 
AGENDA FOR MAY 19, 1976 



9:00-9:25 a.m. Gathering, Coffee 



9:25-9:30 a.iri. 
9:30-9:45 a.m. 

9:45-10:30 a.m. 



10:30-10:50 a.m. 



INTRODUCTION OF BUSINESS AND COLLEGE REPRESENTATIVES 

REVIEW AND REACTION to previous conference/workshop on technologically 
oriented businesses vis a vis employment possibilities for the community 
college graduate. 

COMMUNITY COLLEGE PANEL 

. Taking Into account the unique characteristics of the participating 
community colleges In the CIPHER program, how does your Institution 
perceive Its role In job development/Job placement? 

. What aspects of your college's program provide appeal for business/ 
Industry to hire graduates from your institution? 

, In preparation for selling your "product", a two-year college graduate, 
how does the Job placement office Integrate the soclo-personal attributes 
and scholastic achievement of the potential employee into an attractive 
"package"? 

BUSINESS PANEL 

. As the potential buyer of the "product," what suggestions can you offer 
college placement personnel to increase the attractiveness of prospective 
job candidates? 



10:50-11:00 a.m. THERAPEUTIC STRETCH 



ll:00-ll-20 a.m. 



11:20-11:45 a, 



ERIC 



COMMUNITY COLLEGE PANEL 

. Since faculty and administrative people at the college oftentimes counsel/ 
advise students Informally as well as formally, what kinds of approaches 
might be developed to facilitate faculty awareness to tlie employment 
concerns/needs of the disabled? 

BUSINESS/ INDUSTRY PANEL 

. What kinds of supports/assistance does industry take to enable the disabled 

individual , succeed on the job? 
. How does a business assess the kinds of physical and environmental modi- 

Tications that are needed to accommodate the disabled on the job? 
. What approaches are used by Industry to sensitize co-workers and others 

to the needs of the disabled? 
. How does industry view the general 1st type programs that colleges have 

developed? e.g. At Queensborough Community College, in the mechanical 

technology area there Is a set of general courses: design, power, 

machine shop. 

, What are the job possibilities for the disabled female? 
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11:45-12:15 a.m. BUSINESS PEOPLE - COLLEGE PEOPLE: ROLE REVERSAL 

. Busjntss riprasintatlve assumes the role of college job placement/ 
develdpment peirson. The college representatlvi assumes the role 
of the business employment manager. 

The situation: college placement director meets with imployment 
manager for purposes of laying the groundwork for disabled studenti 
who are two- three months away from graduation. 

. REACTION: ALL PARTICIPANTS 

12:15-12.-30 p.m. LOOKING AHEAD 

. Suggestions for the organliing of a Business/Industry Advisory 
Council for the employment of the disabled. 

. Suggestions for the organizing of a College Advisory Council for 
job placement/development of the disabled. 

12:30 LUNCH 



CIPHER 5/19/76 
Phase III 
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